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ABSTRACT 
 
The Impact of Globalisation on Higher Education in the United Arab Emirates:  
Practitioner perspectives of one Higher Education Institution. 
 
Rosalind Rice 
 
The purpose of this research is to create new knowledge about the ways in 
which a given Higher Education Institution (HEI) within the United Arab 
Emirates (UAE) is responding to globalisation. This unique setting is being 
impacted by local influences (for example Emiratisation) and global forces 
(for example internationalisation and the growth of knowledge economies). 
Demands are being made by both the UAE Government and by society in 
general, resulting in new expectations of the role of Higher Education. The 
research questions focus on drawing out the knowledge that participants had 
of global issues by inquiring into ways in which globalisation is driving the 
change impacting the institution being studied (hereafter known as The 
College), educational policy changes resulting from these change factors, and 
considering the implications for practice. 
 
The research has been informed by the work of Clark (1983), where state, 
market and academic oligarchy are represented in his ‘triangle of 
coordination’. This has provided a robust model, sufficiently flexible to allow 
for an original interpretation of the views put forward by the participants. 
The research is qualitative in design, consisting of semi-structured individual 
interviews. Data was collected regarding professional practitioners’ 
perspectives on the global factors impacting on HE in the UAE. The inquiry 
also investigates the ways in which HE and The College are perceived to be 
changing in response to global issues. Adopting a social constructivist 
approach has allowed an interpretive framework to be used to understand 
the ways in which practitioners viewed their environment. Furthermore, the 
theoretical basis for studying The College is multi-level, extending from HE 
practice, to policy, government agendas and internationalisation. The need 
for this study, is strengthened by the most recent announcement underlining 
the government’s desire to prepare for the declining importance of oil 
production by re-orientating the UAE’s economy to that of a knowledge-
based society (Nagraj, 2015).  
 
The findings reveal that globalisation is disrupting the UAE’s HE sector, 
prompting the national government to introduce policy changes, resulting in 
iii 
institutions interpreting global change factors in a way that satisfies the 
nuances of this setting. From the perspective of those interviewed, The 
College has been engaged in an ongoing change process for many years, 
impacting all aspects of the organisation, including its functions, procedures 
and behaviours. The research argues that the data demonstrates that the 
relationship between government, organisation and practitioners is complex, 
particularly when set against a changing global HE framework. The need to 
build a sustainable HE system in the context of the UAE is highlighted and the 
recommendation is that a cohesive approach to change is necessary. A 
prototype of a structured approach to change implementation is presented in 
this thesis. This graphical representation is informed by Lewin (1951) and 
Burke-Litwin (1992) in terms of critically analysing the elements necessary for 
meaningful change to take place. The research, therefore, makes an 
important contribution to constructing an understanding of the complexity of 
change taking place within The College. 
  
iv 
TABLE OF CONTENTS 
 
Abstract ..................................................................................................... ii 
Table of Contents ...................................................................................... iv 
List of Tables and Figures ........................................................................... ix 
Statement of Original Authorship ............................................................... x 
Acknowledgements ................................................................................... xi 
Abbreviations ........................................................................................... xii 
Foreword ................................................................................................... 1 
My Personal and Professional Profile ..................................................... 2 
Background: My Areas of Interest .......................................................... 3 
Research Locale ..................................................................................... 4 
Summary ............................................................................................... 7 
Chapter 1: Introduction .............................................................................. 9 
1.1 Research Setting............................................................................... 9 
1.2 Contextual Background of the Study ............................................... 13 
1.2.1 History and Context of the UAE ............................................... 13 
1.2.2 Vision 2021 ............................................................................. 16 
1.2.3 Higher Education in the UAE ................................................... 17 
1.2.4 Innovation .............................................................................. 18 
1.2.5 Higher Education Not Meeting Employers’ Expectations .......... 19 
1.2.6 Sustainable Employment ......................................................... 19 
1.3 Study Objectives ............................................................................ 20 
1.4 Research Problem and Key Research Questions .............................. 21 
1.5 Contribution ................................................................................... 23 
1.6 Research Approach ........................................................................ 23 
1.7 Thesis Overview ............................................................................. 24 
Chapter 2:  Literature Review ................................................................... 27 
2.1 Higher Education Issues in the UAE ................................................. 29 
2.1.1 Context ................................................................................... 29 
2.1.2 The College, Its Mission and Vision .......................................... 32 
2.1.3 Categories of Literature........................................................... 34 
v 
2.2 Globalisation .................................................................................. 35 
2.2.1 Definition of Globalisation ...................................................... 36 
2.2.2 Globalisation as a Concept ...................................................... 38 
2.2.3 Globalisation – Its impact on HE globally ................................. 40 
2.2.4 Globalisation as It Applies to HE in the UAE ............................. 43 
2.2.5 Internationalisation ................................................................ 45 
2.2.6 Internationalisation as It Applies to HE in the UAE ................... 46 
2.2.7 Internationalisation and UAE Culture ...................................... 49 
2.2.8 UAE: Globalisation, Internationalisation and External 
Influences........................................................................................ 53 
2.3 Cross-cultural Issues ....................................................................... 58 
2.3.1 Hofstede’s Dimensions of National Culture ............................. 60 
2.3.2 Cross-cultural Issues in the College .......................................... 62 
2.3.3 Implications for the Leadership of The College......................... 63 
2.3.4 Organisational Culture ............................................................ 64 
2.3.5 Cross-cultural Communication ................................................ 64 
2.3.6 Cultural Influences in the UAE ................................................. 65 
2.3.7 Leadership as a Cultural Issue in the UAE ................................. 68 
2.4 Change ........................................................................................... 71 
2.4.1 Change as an Organisational Concept ...................................... 72 
2.4.2 Change in HE in the UAE .......................................................... 74 
2.4.3 Implications of Policy and Policy Changes ................................ 76 
2.4.4 Government Policy: Emiratisation ........................................... 78 
2.5 Possible Future HE Developments .................................................. 80 
2.5.1 Development of HE in the UAE ................................................ 82 
2.5.2 Economic Growth in the UAE................................................... 86 
2.5.3 Protecting Culture and Traditions ............................................ 86 
2.5.4 Human Capital ........................................................................ 88 
2.5.5 Employability .......................................................................... 89 
2.5.6 Current Issues in HE in the UAE ............................................... 90 
2.6 Concept of Identity in Higher Education .......................................... 92 
2.6.1 Organisational Identity ........................................................... 93 
vi 
2.6.2 Interpretations of Identity in Higher Education ........................ 96 
2.6.3 Identity of Higher Education in the United Arab Emirates ........ 99 
2.6.4 Culture and Influence ............................................................ 101 
2.7 Theoretical Framework ................................................................ 104 
2.7.1 Change Models of Lewin (1951) and Burke and Litwin (1992) . 104 
2.7.2 Lewin’s Change Theory (1951) ............................................... 105 
2.7.3 Burke and Litwin’s Change Theory (1992) .............................. 107 
2.7.4 Combining Lewin (1951) and Burke and Litwin’s (1992) Change 
Theories ........................................................................................ 108 
2.7.5 Clark’s Triangle of Coordination (1983) .................................. 109 
2.8 Summary ..................................................................................... 112 
Chapter 3:  Methodology ........................................................................ 114 
3.1 Approach ..................................................................................... 115 
3.1.1 Theoretical Perspective ......................................................... 120 
3.1.2 Social Constructivism ............................................................ 120 
3.1.3 Origins of Social Constructivism ............................................ 121 
3.1.4 Assumptions ......................................................................... 123 
3.1.5 Limitations of Social Constructivism ...................................... 124 
3.2 Site and Subject Selection............................................................. 126 
3.2.1 Subject Selection................................................................... 126 
3.2.2 Sample ................................................................................. 129 
3.3 Research Methods – Interviews and Data Collection ..................... 130 
3.3.1 Qualitative Interviews ........................................................... 131 
3.3.2 Rationale for Qualitative Interviews ...................................... 131 
3.3.3 Limitations of Semi Structured Qualitative Interviews ........... 134 
3.3.4 Qualitative Interview Design ................................................. 135 
3.3.5 Qualitative Interview Process ................................................ 139 
3.4 Data Analysis ............................................................................... 140 
3.4.1 Use of Software in Analysis: NVivo ........................................ 141 
3.4.2 Procedure ............................................................................. 142 
3.4.3 Identification of Themes ....................................................... 144 
3.5 Researcher Positioning ................................................................. 148 
vii 
3.5.1 Researcher and Participants .................................................. 149 
3.5.2 Role of the Researcher .......................................................... 149 
3.5.3 Insider Research.................................................................... 152 
3.5.4 Researcher Bias ..................................................................... 155 
3.6 Trustworthiness and Reliability .................................................... 156 
3.7 Triangulation ................................................................................ 159 
3.8 Ethical Issues ................................................................................ 161 
3.8.1 Confidentiality and Anonymity .............................................. 162 
3.9 Summary ..................................................................................... 165 
Chapter 4:  Findings: Results and Discussions .......................................... 166 
4.1 Framework for Presenting Results and Discussion ........................ 167 
4.2 Thematic Categories ..................................................................... 171 
4.3 Cultural Background of Participants .............................................. 172 
4.4 Global Theme ............................................................................... 175 
4.4.1 Change and the Changing World ........................................... 175 
4.4.2 Demographics ....................................................................... 182 
4.4.3 Quality and Accreditation ..................................................... 187 
4.4.4 Innovation ............................................................................ 191 
4.5 Government Theme ..................................................................... 194 
4.5.1 Role of Government .............................................................. 194 
4.5.2 Government Initiatives ......................................................... 199 
4.5.3 Government Policy................................................................ 204 
4.6 Organisation Theme ..................................................................... 208 
4.6.1 Identity ................................................................................. 208 
4.6.2 Changing Organisation .......................................................... 211 
4.6.3 Leadership ............................................................................ 221 
4.6.4 Communication .................................................................... 225 
4.6.5 The Way Forward .................................................................. 227 
4.7 Summary ..................................................................................... 229 
Chapter 5:  Conclusions and Recommendations ...................................... 232 
5.1 Study Contribution ....................................................................... 232 
5.1.1 Study Relevance .................................................................... 234 
viii 
5.2 Implications for Practice ............................................................... 234 
5.2.1 Impact Within the Organisation ............................................ 236 
5.2.2 Impact Outside the Organisation ........................................... 242 
5.3 Study Limitations ......................................................................... 246 
5.4 Recommendations and Proposed Model for Change ..................... 248 
5.4.1 Proposed Model for Change .................................................. 249 
5.4.2 Rationale for Model Proposed ............................................... 250 
5.4.3 Change Theories Informing the Model Proposed ................... 254 
5.5 Areas for Future Research ............................................................ 257 
5.6 Conclusion ................................................................................... 260 
References ............................................................................................. 262 
Appendix 1:  University of Liverpool VPREC Ethics Approval .................... 311 
Appendix 2:  The College (Institution Under Scrutiny) Ethics Approval ..... 314 
Appendix 3:  Interview Questions ........................................................... 315 
Appendix 4:  Interview Schedule ............................................................. 317 
Appendix 5:  Participant Information Sheet ............................................ 325 
Appendix 6:  Participant Consent Form ................................................... 333 
  
ix 
LIST OF TABLES AND FIGURES 
 
Table 2.1: Leadership Values in an Islamic Context (adapted from Brooks & 
Mutohar, 2018) 69 
Table 3.1: Selection of Interview Participants 128 
Table 3.3: Data Analysis Focus 144 
Table 3.4: Summary of the work of Braun and Clarke (Source: Braun & 
Clarke, 2006, 2013) 145 
Table 4.1: Participants’ Cultural Background 174 
 
Figure 2.1: Clark’s Triangle of Coordination (1983) 110 
Figure 4. 1: Thematic Meta Categories Emerging from the Data 169 
Figure 4.2: Categories of Themes (based on Clark’s Triangle of Coordination, 
1983) 172 
Figure 5.1: Model for Change Recommended to Take Place Within The 
College 251 
 
  
x 
STATEMENT OF ORIGINAL AUTHORSHIP 
 
This thesis contains no material that has previously been submitted for the 
award of any other degree, diploma or credit at any university or other 
institution of higher education. To the best of my knowledge, this thesis is 
wholly original and contains no material previously published by any person 
except where due acknowledgement has been made.  
 
Signature:  Rosalind Rice 
Date:   December 2018 
  
xi 
ACKNOWLEDGEMENTS 
 
Writing this thesis has been an experience that has challenged me in many 
ways. I have been fortunate to receive support from many people and would 
like to thank them.   
Thanks to Dr Hazel Brown, my primary thesis supervisor for her 
patience, ideas and unremitting support of my research. Her ongoing 
dialogue with me and regular feedback inspired me to continually improve 
and produce my best work. Thanks also to Dr Ian Willis, my secondary 
supervisor, who provided me with insightful comments and questions, giving 
me the incentive to challenge my viewpoints. Both Hazel and Ian helped me 
develop my research by supporting and encouraging me throughout. 
I would like to thank all those who participated in this research. Their 
generosity of time and the openness with which they shared insights, 
thoughts and perceptions was impressive. 
Thanks to my colleagues. Their help, guidance and sharing of 
resources proved invaluable at crucial points during this process. 
Not to be forgotten was the ongoing support I received from my new 
friends in the Ed D programme who shared their own experiences. Their 
comments, suggestions and advice was much appreciated. 
Special thanks to my family and family-in-law.  It cannot be 
underestimated just how encouraging it was to receive support on this level. 
A heartfelt thanks to my husband David who, without hesitation, 
provided me with emotional support at the beginning, middle and end of this 
journey.  The occasional application of his business brain helped me form a 
wider perspective of my research. He gave me a reason to keep going, to 
push myself to realise my ambitions and to continue to learn. 
 
What a journey!  
 
  
xii 
ABBREVIATIONS 
 
CAA Commission for Academic Accreditation  
FNC Federal National Council 
GCC Gulf Cooperative Council 
HE Higher Education 
HEI Higher Education Institution 
KHDA Knowledge and Human Development Authority 
MOOC Massive Open Online Course  
NQA National Qualifications Authority 
SDGs Sustainable Development Goals 
UAE United Arab Emirates 
UN United Nations 
 
Special Terminology 
Emirati  (UAE national) 
Emiratisation  (UAE government initiative to bring Emiratis into the workplace) 
Expatriate  (national of country other than UAE) 
The College  (used as synonym for HEI under scrutiny) 
 
 
 
 1 
FOREWORD 
 
The purpose of this section is to lay out the original circumstances that 
sparked the thesis research questions. It lays the foundations of the 
researcher perspective and positionality.   
The initial idea for this research emerged from various discussions that 
took place in my workplace relating to change. I observed many animated 
conversations around the degree, process and impact of change, as 
educational practitioners reflected on their experiences both individually and 
collectively. The range of insights suggested as explanations as to the reasons 
for change by those experiencing that change, sparked an interest in a topic 
for insider practitioner research. The perceptions of those experiencing a 
changing organisation seemed to offer narratives that appeared to me as a 
researcher as a source of rich data. An idea for a qualitative study based on 
interviewing internal actors began to form, which would allow me to explore 
ways in which my higher education (HE) organisation was responding to 
global forces. A desire to formalise these anecdotal observations in the form 
of research became the obvious way forward.   
A preliminary literature search revealed that there was a lack of 
research on such a topic focussed on one HE organisation in the United Arab 
Emirates (UAE), thereby strengthening my initial research interest. With a 
goal of contributing to the field of organisational change in HE within the 
context of the UAE, a viable practitioner research study was now developing.  
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My Personal and Professional Profile 
I am Scottish, living and working in the UAE. During my time in the United 
Kingdom I was employed in education, both in the High School and the 
Further Education sectors. My first degree is in Business and I continued my 
formal education by completing a Master’s in Education (2002), with a 
specialisation in Online Education. This positioned me to take up employment 
in 1997 in HE in the UAE, which at that time was a small developing nation 
just coming to terms with the fact that a serious commitment would have to 
be made regarding the development of young Emiratis (namely the UAE’s 
nationals) so that they might take their place in the workforce and make a 
meaningful contribution to society. My original appointment was to an 
academic teaching faculty role, a position where I was quickly given the 
responsibility of leading a team charged with establishing the Diploma in 
Office Technology. This academic programme was new at the diploma level 
(due to begin five months after my start date) so my introduction to 
curriculum planning and development in the UAE was short and swift. 
For more than two decades I have been involved in the HE sector in 
Dubai. This was a surprise outcome to what began as a one-year adventure, 
when a friend and I applied for jobs advertised in the educational print 
media, the only source of employment listings in 1997. That action led to a 
life changing opportunity to travel, meet people from many backgrounds and 
cultures and experience living in a country and context completely foreign to 
my own. I have benefitted both personally and professionally from this 
experience. 
 3 
Background: My Areas of Interest 
Working on this thesis has afforded me an opportunity to explore my long 
held interest in future directions in education and HE in particular. There is a 
lot of talk about change and many change initiatives have been introduced, 
however, it has been my experience that behaviours and practices change 
very little. Is this due to resistance, misunderstandings, communication 
issues, lack of engagement (by practitioners and/or leadership) or is there 
some other factor? The more reading I did in preparation for this thesis, the 
more my interest grew as to the need to explore practitioners’ perceptions 
regarding change and drivers of change. This interest grew into a desire to 
discover if globalisation was impacting HEIs, particularly in the UAE. This will 
be explored later in the thesis. 
As a practitioner researcher, I was conscious of the need to remain 
objective and to be aware of biases I could bring to this study (Greene, 2014; 
Unluer, 2012; Trowler, 2011). A danger facing the practitioner researcher 
according to Berdegué and Fernández (2011) is that the researcher is driven 
by the desire to influence policy. Indeed, the desire to add to the knowledge 
of HE activity in the UAE was more of an encouragement to succeed, 
supported by the realisation that there was a lack of research into the topic 
of globalisation and the ways in which it impacts one HEI in this context. 
Scholte (2000) describes globalisation as the process whereby societies are 
becoming more connected due to the lessening of political, legal and 
geographical limitations. As one of the strategic goals of the UAE is to create 
a globally competent Emirati workforce, it could reasonably be presumed 
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that this is a governmental reaction to global forces impacting the UAE 
economy (UAE Government, 2017). Also reasonable to assume is the 
Government’s recognition of the importance an educated national 
population is in terms of the achievement of sustainable economic 
development (Hvidt, 2013). Globalisation is becoming ever more relevant to 
HE in the UAE, with the education sector given a role to play in this nation’s 
attempt to achieve the central objectives of globalisation, namely the 
“diffusion of technology, knowledge and Ideas across societies” (Baburajan, 
2011, p. 29).  
I feel that there is an opportunity for HE policy to benefit from the 
outcomes of this study. Byat and Sultan (2014) refer to a more contextualised 
(namely UAE) point of view when engaging in practitioner research when 
they discuss the changes that are taking place from a government 
perspective and the role of education in future plans for the nation. Both of 
these viewpoints provided an informational base supporting the research 
focus, which is to interpret the views of individuals through a process of 
semi-structured qualitative interviews.  
 
Research Locale 
This research takes place in my workplace, The College which is part of a HE 
system responsible for providing tertiary education to the Emirati population 
in the main. This is a multi-campus system with a presence in all seven 
Emirates of the UAE. In this HE system, educational programmes are 
designed to assist Emiratis to take their place in the workforce by providing 
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students with professional and technical skills blended with soft-skills 
development, such as problem solving, critical thinking, team work and 
leadership. All programmes are delivered in the English language, meaning 
that students are learning in a second language learning environment.  
The teaching faculty is comprised of a multi-national group of 
individuals drawn from a range of cultures. This dynamic means that my 
research context involves a cross-cultural dimension which influences our 
students’ teaching and learning environment. What is now a homogenous 
leadership, solely comprised of Emiratis, is charged with managing a diverse 
group of professional educators.  
My own experience during the twenty-two years I have spent in this 
environment and bearing witness to what my colleagues have discussed 
informally is that leadership, in this context, is observed from a variety of 
viewpoints depending on both professional and cultural experiences (Rugh, 
2007; Spencer-Oatey, 2012; Walsh, 2010). A good example of the ways in 
which practitioners have been exploring leadership in their informal 
discussions has been the emergence of the concept of shura. This aspect of 
leadership has been discussed many times, especially so over the past five 
years as The College (my place of work and the pseudonym of the HEI 
scrutinised in this research) has been in the throes of change. The Oxford 
English Dictionary (n.d.) defines shura as “The principle of consultation, in 
particular as applied to government”. The rationale for including this 
important aspect of Emirati leadership at this point is to establish the 
significance of leadership in the UAE (both governmental and institutional) 
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and the impact that it has on HE activity in this multicultural context. The 
premise of this Islamic tradition is that the leader (senior person within the 
organisation or the ruler in the case of the UAE Government) engages in a 
process of consultation to arrive at a consensus prior to any action being 
taken (Findlow, 2005). Shura is an important influence in organisational 
leadership in this and other contexts and can drive the decision-making 
behaviours of those individuals given the responsibility for planning the 
strategic direction of the organisation. However, during this research it did 
not become visible as one may have thought given the research setting. It is 
possible that, as the new Emirati leadership establishes itself as the norm 
over the pre-existing ‘expatriate’ style, that shura will be a feature of future 
research into The College. Shura is more fully explored later in the thesis in 
Section 2.3.7. 
A variety of explanations have been proffered, by the people engaged 
in these conversations, for the approach taken by the new leadership of The 
College as they transition the organisation during this time of change. These 
explanations are varied, which can be explained by the multicultural lenses 
through which this collective organisational experience is being viewed (Orr 
& Hauser, 2008). I mention this here because I feel that the importance of 
such workplace discussions, however anecdotal, should not be ignored.  
Conversations such as these reflect the cultural backgrounds, 
experiences and views of those taking part. I have witnessed many animated 
interactions between those from what Hofstede (1984) has referred to as 
collective as well as individualistic cultural backgrounds. As the leadership is 
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made up of Emiratis, and with the UAE being a collective culture, leaders 
aspire to conformity and expect compliance (Hofstede, 1984). As their 
experiences and cultural backgrounds support this style of leadership, 
acceptance is much more readily and positively given from those who are 
from collective cultures (Orr & Hauser, 2008). An assumption is made that 
the consultation process (a characteristic of the shura system of decision 
making) will have taken place with trusted individuals who could offer the 
most in the way of advice as part of the senior leadership’s decision making 
process. Supportive leadership is a core value of collectivist cultures where 
directives are expected and appreciated (Spencer-Oatey, 2012). In contrast, 
the response from those of a more individualistic cultural background is 
evidenced by a struggle to accept directives and disquiet as to the reasons 
behind decisions they see to have been taken in isolation from the main body 
of internal actors (Hofstede, 1984). The concept of cultural background is 
explored further in the literature review and in the discussion of the findings 
of this thesis.   
Findlow (2005) reminds us of the importance of the Arab-Islamic 
identity being established and maintained in the UAE’s government 
institutions and this is becoming more evident as change takes place within 
the HE organisation being studied in this dissertation.  
Summary  
I am an educational professional with experience in both teaching and 
educational leadership roles. I have sought and welcomed the variety of roles 
to which I have been appointed, including: lecturer, senior lecturer, teacher, 
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teacher trainer, curriculum designer, curriculum planner, curriculum 
developer, materials developer (online and offline), and independent 
learning facilitator. As a firm believer in life-long learning, completing my 
doctoral thesis is a natural culmination of my personal and professional 
desire to contribute to HE development. 
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CHAPTER 1: INTRODUCTION 
 
The ultimate goal of the UAE government is to achieve a sustainable future 
for the country by equipping Emiratis with the skills and knowledge necessary 
to shape an economy capable of competing locally, regionally and globally. In 
this sense ‘sustainable’ implies the consolidation and development of 
community and society whilst preserving culture and traditions (Al-Ali, 2008; 
UAE Government, 2010). The purpose of this research is to explore the 
perceptions of professional practitioners as to the ways in which globalisation 
is impacting a HE Institution (HEI) in the UAE. 
 
1.1 Research Setting 
As one of the wealthiest countries in the Middle East, the UAE has 
established itself as an economic force of growing importance (IMF, 2017). 
Since the discovery of oil in the 1960s, this nation state has been focussed on 
the growth of human capital as a priority in taking the country forward 
(Heard-Bey, 2005; Trow, 2007). Since unification in 1971 when the Trucial 
States merged to become what is today known as the United Arab Emirates, 
this nation has enjoyed political stability. Current political structures appear 
to meet the needs of the tribal nature of UAE society and the benevolent way 
in which oil revenues are distributed to the Emirati population, as evidenced 
in high salaries and elevated levels of social services (health and education), 
meaning that Emiratis enjoy a high standard of living.  
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As the UAE works to solidify its position in the global economy, the 
country’s leadership has made a commitment to develop educational 
opportunities at all levels. Tertiary education has been the main beneficiary 
of this expansion as the nation’s decision makers have recognised that in 
order to compete in a sustainable way, economic diversification is essential 
(Bin Taher, Krotov, & Silva, 2015). In 2017 the UAE government announced a 
long term HE strategy with a focus on quality, efficiency, innovation and 
harmonisation (supported by 33 key initiatives), deemed necessary to 
achieve the overriding national priority of economic growth (UAE 
Government, 2017). Investment in the HE sector has been explicitly 
employed as a means by which a sustainable knowledge economy can be 
built by developing human capital; to this end the Vision 2021 policy has 
been the focus of all HE activity (UAE Government, 2010). 
The problem investigated in this research is rooted in the Vision 2021 
policy, where the UAE government set out a long term national agenda, 
detailing the desired national performance in the areas of education, 
healthcare, economy, police and security, justice, housing, infrastructure and 
government services respectively. The education sector is of particular 
importance in this vision with eight key objectives established which will be 
used to guide the education sector’s direction (UAE Government, 2010). 
Vision 2021 is discussed in more detail later in this thesis.   
A thorough search of the available literature revealed that little has 
been written about the response of HEIs in the UAE to globalisation. Much of 
what is written on this topic considers the organisational change process 
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rather than causes of change such as globalisation.  Indeed, education reform 
is now prevalent within the HE sector globally (Buckner, 2017). Within the 
UAE the HE sector’s attitude to change is based on a complex set of factors. 
Nation building, knowledge economy, human capital, innovation, confidence, 
community and sustainability are the tenets embedded in the Vision 2021 as 
the UAE strives to take advantage of the strengthening relationship that now 
exists between education and economic growth (Bin Taher, Krotov, & Silva, 
2015; UAE Government, 2017). This Vision 2021 policy is a focus for the UAE’s 
development in terms of government affirmation of key metrics for the 
country’s socioeconomic growth. As such, this government initiative is worth 
further consideration as it situates this emerging nation globally in terms of 
social development and economic growth. Indeed, Vision 2021 offers a solid 
basis for this research as it offers an interpretation of the changing national 
priorities now embodied by this evolving nation.   
HEIs globally are increasingly being given a more significant role as 
governments are looking to drive forward their national economies (Becker, 
Cummins, Davis, Freeman, Hall, & Ananthanarayanan, 2017). Whilst 
providing education and engaging in cutting-edge research continues to be 
part of HEIs’ missions and visions, increased demands regarding public 
funding accountability means that HEIs are expected to play an increasingly 
active role in meeting society’s needs. 
Evolving national priorities provide the conditions for investigating 
change triggers (Altbach, Reisberg, & Rumbley, 2009; Russow, 2003), 
especially when the HE sector is charged with driving economic and social 
 12 
development as in the UAE (Bubtana, 2007; Fox, 2008). The UAE Government 
continues to declare initiatives with the intention of taking this developing 
country into an unclear future, resulting in the institutional priorities of HEIs 
being regularly recalibrated. For example, the Government sets national 
priorities according to the Vision 2021 policy (UAE Government, 2010), 
including highlighting “National Human Capital” (p.16) as a priority.  Human 
capital is generally understood as the benefits to society derived from 
investment in people (Sweetland, 1993). In the context of the UAE, the 
national agenda places economic progress within the framework of human 
capital development couched in the narrative surrounding nation building 
(Jones & Punshi, 2008; KHDA, 2008). Developing this, Pillay (2010) argues 
that tertiary education in the UAE is vital to building the nation’s capabilities 
while stressing the value of HEIs as the states moves away from being oil 
dependent to a more diversified economy. In addition, the role of education, 
particularly HE, is discussed throughout Vision 2021, making this a seminal 
policy in the modern-day UAE while illustrating the strength of governmental 
resolve to position this emerging nation alongside developed, first world 
countries (The National, 2014; Nazzal, 2015; Pennington, 2014).   
Johnson, Adams, Cummins, Estrada, Freeman and Ludgate (2013), 
Jongbloed (2003) and Lightfoot (2011) have all discussed the significance of 
the ‘Knowledge Society’ when considering the future of HEIs. A re-ordering of 
national priorities is now taking place in the UAE, with the government’s 
policy on education being charged with providing the environment where 
this change of focus may flourish (Kirk, 2010; Mohamed, O’Sullivan, & 
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Ribière, 2008). In addition, Government announcements over recent years 
underline the desire to prepare for the declining importance of oil production 
by developing the UAE economy to that of a knowledge-based economy (Bin 
Taher, Krotov & Silva, 2015; UAE Ministry of Cabinet Affairs, 2010; Nagraj, 
2015; The National, 2014; UAE Government, 2017). This provides a dynamic 
background in which to situate current and future research. 
 
1.2 Contextual Background of the Study 
It is important to contextualise HE in the UAE by discussing the country’s 
development. Only by presenting a brief history of the nation will a sound 
understanding be formed as to the dynamics affecting HE in this unique 
context (Farah, 2012; Macpherson, Kachelhoffer, & Medhat, 2007).  
 
1.2.1 History and Context of the UAE 
The UAE comprises seven Emirates (Abu Dhabi, Dubai, Sharjah, Ras Al-
Khaimah, Ajman, Umm All-Qaiwain, Fujairah) which united to become a 
federal state in 1971. In the 1980s the UAE became a member of the Gulf 
Cooperation Council (GCC), thus establishing the nation as a participatory 
member of a growing interconnectedness between geographically close 
countries (Global Media Insights, 2018; Hvidt, 2013; Wirba, 2017). In the 
1960s oil was discovered in the UAE and the 1970s saw the country begin its 
transformation into a modern state on the back of the rise in oil prices 
(Beblawi, 1987; Fox, 2007; Hatherley-Greene, 2012). This laid the foundations 
for the UAE’s transformation as evidenced by its subsequent economic 
 14 
growth and political development (Al-Ali, 2008; Byat & Sultan, 2014). 
Nowadays, with reductions in oil production forecast for the foreseeable 
future (and therefore reduced income from oil) (Toledo, 2013), dependence 
on revenues from natural resources is no longer viable in terms of supporting 
economic plans. Thereby, nations such as the UAE must now pursue 
economic diversification (Rutledge, 2014; Schwartz, 2011).  
As an Arabic and Muslim nation, Islam is the official religion of the 
UAE and the government is based on an Islamic foundation which the ruling 
families endorse and which is used to underpin the nation’s values and 
practices (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, & Harb, 2008; Schmidt, 2009). 
President Sheikh Khalifa Bin Zayed became president in 2004 and is widely 
known as a moderniser. Although traditionally conservative, the UAE is a 
liberal country compared to its geographic neighbours, with other cultures 
generally tolerated (Suliman & Hayat, 2011). Indeed, over the past decade 
there has been an emphasis on technology, global trade and tourism as 
exemplified by the development of government administrative policies and 
increased participation in world affairs (Waxin, 2016; World Bank, 2017).    
Emirati culture was shaped when two groups came together, each 
with its own cultural framework of values, practices, conventions and identity 
(Almazroui, 2012; Pech, 2009), the first being the nomadic Bedouin tribes, 
desert living people engaged in the business of small oasis farming, and the 
second was the sea-oriented culture where people were employed in the 
pearl industry and in sea trading activities. Having been politically, 
economically and socially codependent, the discovery of oil and subsequent 
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economic growth brought together these two cultures, creating a common 
culture and social identity (Galal, 2007; Wilkins, 2010).   
The UAE’s demographics are unique and provide a foundation for this 
study as the growth of the economy and subsequent impact of globalisation 
can only be understood given an appropriate social, cultural and religious 
perspective (Glesne, 2015; Wagie & Fox, 2005). This thesis argues that it is 
important to contextualise any socio-economic development that may be 
taking place and to recognise the impact that being a resource-rich state has 
on the country. Hatherley-Green (2012) has pointed to the negative effects of 
globalisation that has resulted from this unusual situation where the national 
population (Emiratis) is outnumbered so dramatically as the expatriate 
population continues to grow in the UAE. In 2012 Hatherley-Green stated 
that foreign expatriate workers made up ninety percent of the total 
population, a statistic that is supported by the UAE National Bureau of 
Statistics (2013). At the time of writing this thesis the number had reduced 
slightly to eighty-eight percent (Dubai Statistics Center, 2018; Global Media 
Insight, 2018). This illustrates that the influx of foreign expatriate workers 
continues to impact the UAE. In 2017 the population of the UAE was 
9,304,277, with 12 percent being Emirati and 88 percent expatriate (Dubai 
Statistics Center, 2018; UAE Government, n.d.; World Bank, 2018). With a 
workforce comprising an expatriate population of such magnitude, the UAE is 
one of the most ethnically diverse countries in the Middle East, if not globally 
(Global Media Insight, 2018; World Bank, 2018).   
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1.2.2 Vision 2021  
In 2010 the UAE government introduced the Vision 2021 initiative (UAE 
Ministry of Cabinet Affairs, 2010). Innovation and knowledge have been 
identified by the government as being the foundation blocks for the creation 
of a sustainable knowledge economy. This ‘Vision’ is expressed as being built 
on four pillars:  
 an ambitious and confident nation grounded in its heritage; 
 a strong union bonded by a common destiny; 
 a competitive economy driven by knowledgeable and innovative 
Emiratis;   
 a nurturing and sustainable environment for quality of life. 
 
Policies will have to be created, institutions built and resources invested so 
that a sustainable knowledge economy can be constructed (UAE 
Government, n.d.). Coordination of all these factors across all pillars will need 
to be carefully crafted to ensure that the demands of globalisation will be 
met in a sustainable way that is respectful of society’s expectations that 
cultural values are being maintained. Building a workforce capable of being 
creative, producing new ideas whilst demonstrating skills and skills 
development is the ongoing challenge for the HE sector directed by the UAE 
Government (Suliman & Hayat, 2011).  
 
 17 
1.2.3 Higher Education in the UAE  
Over the past two decades, the UAE’s HE sector has progressed together with 
the development of the nation (Baburajan, 2011; Fox, 2007; Litz, 2011 and 
Riel, 2010). This is largely attributed to the introduction of federal 
government initiatives with the strategic aim of economic diversification. As 
oil reserves decline, there has been a societal demand for a sustainable HE 
system capable of producing work ready individuals (UAE Federal 
Competitiveness and Statistics Authority, n.d.). The strategic response to this 
demand for a changed HE landscape has resulted in an expansion of public 
(i.e. government-funded) HEIs and an increase in global partnerships (UAE 
National Bureau of Statistics, 2011).  
As the Emirati population accounts for approximately 12 per cent of 
the UAE’s 9.54 million total, based on recent figure from Dubai Statistics 
Center (2018), it is incumbent upon the UAE government to provide a HE 
system that ensures the local Emirati population benefits from high levels of 
education so as to provide a suitably qualified workforce and a leadership 
that is capable of taking this developing nation into a globalised future (Fox, 
2007; Observatory on Borderless Higher Education, 2012). 
The forces of globalisation are now creating an environment in which 
all aspects of HE are impacted. Some observers have noted that the UAE’s 
wider society is beginning to realise that a strong commitment to education 
at all levels is necessary while greater demands are being placed on students 
to perform to international standards and that the infrastructure provided by 
the government will be challenged and require a financial commitment that 
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has not been reflected in UAE national spending on this sector of the 
economy previously (Fox, 2007; UAE Yearbook, 2010; World Bank, 2017). 
 
1.2.4 Innovation 
Innovation is one of the national priorities and a mainstay of Vision 2021. 
There is much discourse surrounding innovation and innovative practices, 
particularly focussing on government departments (Mohammed Bin Rashid 
Centre, 2014). The desire to achieve a flexible, diversified economy which is 
knowledge-based and powered by well qualified Emiratis is driven by a 
Government goal to become a sustainable, globally competitive nation (Gulf 
News, 2018). The role of HEIs is being revised to include a commitment to 
developing the necessary skills in the national population (Innovation, n.d.; 
Nagraj, 2015). 
The UAE Government promotes the concept of innovation by 
constantly announcing activities where individuals and organisations are 
encouraged to contribute ideas and become engaged with the concept of 
innovation and innovative practices. For example, February 2018 was 
announced as “UAE Innovation Month” and there is a government-led award 
scheme where Emirati students are encouraged to grow the knowledge-
based economy so desired by the Government (Mohammed Bin Rashid 
Centre, 2014). Research to understand social and economic problems is 
encouraged, thereby enriching the knowledge base by supporting research 
projects with real short term applications (UAE Ministry of Cabinet Affairs, 
2015; Nagraj, 2015; The National, 2014; UAE Government, 2017). 
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1.2.5 Higher Education Not Meeting Employers’ Expectations  
Meeting the goals of Vision 2021, means that the UAE’s leadership is required 
to monitor the contribution Emiratis make to the workforce. To support this 
effort, HE is charged with producing graduates capable of taking their place in 
a multinational, multicultural workforce. However, the government has 
identified a gap between the skills offered by HEIs and those demanded by 
employers (UAE National Qualifications Authority, 2013, p. 10). Set against 
this background there is a continuous programme of change imposed on HE 
organisations. 
 
1.2.6 Sustainable Employment 
Providing viable careers for the Emirati population is an ongoing quest for the 
UAE government and is well documented (Jones & Punshi, 2008; KHDA, 2008; 
Punshi, 2008; Yousef, 2000; UAE Ministry of Cabinet Affairs, 2010). However, 
encouraging Emiratis into critical occupations within the private sector is a 
challenge (Al-Ali, 2008). There is, however, another challenge to be faced in 
this unique setting, namely that of the Emirati perception of public versus 
private sector employment. In a benevolent autocratic society, there is much 
to be gained in monetary terms by being employed in the government sector. 
Haukka (2013) discusses the issue of providing a private sector environment 
which compares favourably with the more attractive government sector 
where pay and conditions are superior. The issue of career advancement is 
not seen as an attractive enough option compared to the benefits of working 
in the public sector. Building an understanding of these issues provides a 
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basis for this research by depicting the nuances of this setting which will be 
articulated in more detail later in the thesis. 
 
1.3 Study Objectives  
This research investigates the ways in which the globalisation of education is 
impacting one HEI in the UAE. To answer the basic research question, there 
needs to be an understanding of the degree to which professional 
practitioners are able to identify relevant issues and then explain the ways in 
which global forces are impacting practice in the UAE. The objectives of this 
research can be summarised as follows: 
 Investigate professional practitioners’ perceptions of ways in which 
the UAE is responding to the impact of globalisation on higher 
education; 
 Examine ways in which professionals (interviewees) within The 
College view possible reactions by this organisation to globalisation; 
 Evaluate opinions put forward by interviewees considering the 
influence their world view has on their perspective. 
 
The response of The College is another feature that has been 
investigated in this study in order to provide an informed view of the 
professionals’ understanding of the behaviours that have taken place to 
accommodate change factors. Research into HE activity in this setting cannot 
be complete without considering the government’s role. In this culture, 
where an autocratic style of leadership prevails, the influence of government 
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and government announcements (commonly known as decrees) cannot be 
overstated and the rapid implementation timelines that are often part of the 
implementation process must be considered when researching HE practice 
and behaviours. This approach to exploring internal actors’ perceptions of 
The College’s reaction to globalisation is designed to provide an informed set 
of recommendations upon which strategic decisions may be made by those 
charged with the governance of The College. Recommendations derived from 
this study are detailed in Chapter 5. 
The answers will offer insights into the perceptions of these internal 
professional actors as they reflect on the types of change that are being 
effected due to the influence of globalisation. Once globalisation has been 
identified, a deeper understanding of the reactions of the organisation can be 
constructed, leading to a clearer appreciation of the wider issue of which 
global forces are impacting UAE HE. Furthermore, knowledge can be built 
concerning the ways in which globalisation is influencing HE activity in this 
context. 
 
1.4 Research Problem and Key Research Questions 
This research aims to explore the perceptions of professional practitioners in 
an attempt to answer the basic research question: 
What is the understanding of professional practitioners within The 
College, of the impact of globalisation on higher education?  
The decision to investigate one HE organisation was based on the 
belief that this particular organisation characterises the operational context 
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for this type of HEI in the UAE. This decision was taken as The College aligns 
its mission and vision statements with the national agenda as set by the UAE 
Government (UAE Government, n.d.). Furthermore, The College is 
accountable to the government on many levels; curriculum, technology and 
environment, as required by the government. Therefore, it is reasonable to 
expect that the outcomes of this research could be mirrored in similar 
institutions in this setting given that the same governmental demands are 
being made of all HEIs providing tertiary level education to Emiratis. 
This research question has developed throughout the research 
process into the following sub-questions: 
According to the professional practitioners’ perspectives, 
1) In what ways is globalisation driving change within The College?  
2) What educational policy changes nationally are identified as having 
resulted from globalisation? 
3) How have these policy changes been received at The College level? 
4) What are the implications for practice? 
 
Many commentators on qualitative research advocate generalisation as being 
vital to a qualitative study design (Firestone, 2013; Glesne, 2015).  This allows 
for the value of the research to be verified in terms of the findings being 
relevant beyond the context of the study (Guba & Lincoln, 1994; Lincoln & 
Denzin, 2003). Taking a lead from Creswell (2014) and Silverman (2010), this 
study was designed so that future studies could follow, thereby 
strengthening the position of this particular investigation into UAE HE 
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activity. Conditions whereby generalisation is possible could be expected in 
other federally funded HEIs in the UAE. Here there would be sufficient 
commonality to merit similar studies based on a comparable sample 
(Firestone, 2013). 
 
1.5 Contribution 
It is hoped that the study will lead to an understanding of the impact 
globalisation has on HE in the context of the UAE, thus forming a contribution 
to knowledge regarding drivers of organisational change as experienced in 
this HEI setting.  
The research questions were intended to draw out the informed 
perceptions of professional practitioners as they, first, identified globalisation 
and, second, considered the ways in which one HEI in the UAE is prompted to 
change.  The questions cover a range of interrelated aspects of the issues 
which must be considered so as to understand the drivers of change taking 
place within the organisation under scrutiny, whilst keeping in mind the need 
to contextualise these in terms of wider global developments. 
 
1.6 Research Approach  
This study’s theoretical foundation is based on social constructivism, which is 
believed to be the most effective way of developing a multi-faceted 
perspective on the change factors impacting The College. The research looks 
at factors ranging from HE practice, HE policy, government agendas, and 
internationalisation in order to understand the responses to global drivers of 
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HEI organisational change. Byat and Sultan (2014) point out the need to 
appreciate UAE nuances whilst Casey (2012) advocates positioning research 
within the confines of context; both perspectives are valid when studying 
HEIs within a unique setting such as the UAE.  
UAE HEIs deal with the same overarching factors as similar 
organisations globally. They must react to forces such as shifting 
demographics, variations in funding models and developments in technology. 
When changing societal expectations are added to the mix, the challenges 
facing UAE HEIs become evident. At a local level, The College is now in a 
position where transformation is a strategic process necessitating that the 
leadership, as argued by Mazawi (2008), engage with the discourse currently 
taking place in relation to global forces impacting education. 
 
1.7 Thesis Overview 
The Foreword to the thesis outlined the context in which the research study 
took place. Additionally, a brief description of the researcher’s personal and 
professional context was provided which allowed the reader to gain some 
insight into this setting’s nuances. The Introduction has offered an overview 
of the thesis by outlining the research problem being investigated and stating 
the research questions.  
The remaining chapters of this thesis are as follows: Chapter 2 
provides a detailed review of literature that informs the study. This body of 
literature is linked to HE organisational change as it takes place in one HEI in 
response to globalisation impacting HE activity in the UAE. The areas 
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explored in the literature are: HE issues in the UAE, globalisation, cross-
cultural issues, change, possible future HE developments and the concept of 
identity in HE. A theoretical framework for understanding the nature of this 
research is presented. Each of these fields of study are reviewed within 
parameters that define the area of concern, namely HE in the context of the 
UAE (Denzin & Lincoln, 1994; 2000). In this way the complexity of the 
nuances of this setting can be reviewed from the perspective of the 
professional practitioners as they strive to interpret changes in their 
organisation in relation to wider global issues (Eisner, 1997; Kirk & Napier, 
2009).   
It is important to highlight that the Literature Review explains the 
triangle of coordination devised by Clark (1983) as well as the work of Lewin 
(1951) and Burke-Litwin (1992), both authorities on organisational change. 
The work of these authors provides the theoretical framework for this 
research.  
Chapter 3 outlines the research methodology used in this study and 
describes the philosophical perspective which underpinned the choice of 
study design and methodology (Creswell, 2007; Lincoln & Denzin, 2003; 
Wilkins, 2010). An overview of social constructivism as a theoretical paradigm 
is provided (Barnett, 2014), after which a rationale is offered for the sample 
selection, data collection process, and thematic analysis procedure (Creswell, 
1998; 2009). Concerns regarding validity and reliability as well as a 
description of the ethics process concludes the chapter. 
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Chapter 4 details the study’s key findings. The results of the 
qualitative interviews are presented and a discussion follows on the ways in 
which the results have been thematically analysed as a means of answering 
the research questions. The model created by Clark is used as a lens with 
which to view the research results (Clark, 1983). 
Chapter 5, the Conclusion, presents the recommendations, 
implications for practice, and areas for future research. The study’s 
contribution to HE is outlined and described in relation to Clark’s model. The 
chapter then outlines the implications for practice as well as the contribution 
the results might have for understanding the ways in which globalisation are 
impacting the behaviours and practices within The College (Baburajan, 2011; 
Findlow, 2005; Hijazi, Zoubeidi, Abdalla, Al-Waqfi & Harb, 2008). The chapter 
examines the study’s limitations of the study and outlines future areas for 
research that have emerged in response to the research findings.   
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CHAPTER 2:  LITERATURE REVIEW  
 
This literature review attempts to understand the ways in which global forces 
are impacting HE in the UAE. The chapter begins by outlining the wider 
context within which HE in the UAE can be understood allowing for an 
understanding to be gained into the main areas of literature that inform this 
research. The main areas of the literature are then discussed – globalisation, 
cross-cultural issues, change, possible future HE developments and identity in 
HE.  
This chapter appraises the literature on globalisation, so that an 
understanding of this phenomenon and its impact on HE in the UAE is clear 
and gives a basis for this study. The literature on internationalisation is 
appraised at this point as a way of providing further appreciation of global 
issues to be faced by HE in this context. Then, cross-cultural literature is 
explored as a means of revealing the impact that carrying out research in a 
multi-cultural environment will have on interpretations of the topic under 
scrutiny. Next is an overview of the scholarship related to change, particularly 
in relation to HE organisations. The implications of UAE Government policy 
are explored at this point, namely Emiratisation, which has had a 
fundamental impact on the operations of the institution under scrutiny 
(Emiratisation.org, 2013; UAE Government, n.d.). Emiratisation is a UAE 
government initiative to increase the number of Emiratis in the job market 
with a strategic goal of increasing the contribution of the national population 
to the UAE economy (Emiratisation.org, 2013; Thompson & Wissink, 2016). 
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Possible Future Developments in HE is the next topic to be considered and 
asks where the change initiatives could take The College specifically and HE in 
general, including a critique of the existing literature on economic growth in 
the UAE and the issues concerning the protection of culture and traditions, 
both of which are central to developing an understanding of the backdrop 
against which this research took place. The contemporary focus on human 
capital and employment opportunities is considered in this section as these 
issues are a real concern for the UAE leadership while providing a solid 
foundation for an understanding of the study’s setting. The literature on 
identity as it relates to HE is reviewed to offer an appreciation of the types of 
arguments that surround HEIs as they reform.  
The chapter concludes with a presentation of the theoretical 
framework which is the guiding structure around which the analysis of data 
and its resulting interpretations were built. The models of Clark (1983), Lewin 
(1951) and Burke and Litwin (1992) are presented and an explanation is 
offered as to the ways in which these particular theories inform this research. 
All of the above are presented by considering literature that is written from a 
wider global perspective, then a critique is offered as to the UAE’s 
perspective. This is important so that the nuances of this setting can be 
explored fully. 
It is often reported that organisational change in HEIs results in 
educational provision becoming more meaningful (Pieterse, Caniëls, & 
Homan, 2012). What is not stressed is that the goals of change must be 
crafted in such a way as to be communicated to all stakeholders, thus 
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resulting in ownership and engagement. Surprisingly, in this respect attitudes 
towards change and the implementation of change by internal actors in HEIs 
have changed little, a point made by Keenan and Marchel (2007) in their 
discussion of the “energy needed to fuel the change” (p. 60). This provides an 
opportunity for this study to explore the drivers and the responses to change 
as it takes place in a modern UAE HEI.  
This thesis could be viewed as being part of the new wave of research 
literature creating a way forward for HEIs and may provide added value to 
the development of education in the UAE. In addition, this establishes the 
basis on which this research will explore perceptions of professional 
practitioners within the UAE’s HE system, particularly in the context of The 
College. 
 
2.1 Higher Education Issues in the UAE 
In this section the literature available is presented to establish a context in 
which to consider the position of HEIs in the UAE. Lightfoot (2011), Mazawi 
(2008), and Marginson and Rhoades (2002) all underline that the available 
literature on HEIs and change factors reveal that HE is increasingly expected 
to respond rapidly to a changing landscape where learners, technology and 
behaviours are changing. 
 
2.1.1 Context 
Attracting and maintaining talent is a cornerstone of the UAE’s national vision 
as outlined in Vision 2021 and in order to do this the Government has 
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specifically stressed the need to support the Emirati population so that they 
may enter the workplace, and make a meaningful contribution, particularly 
the private sector. Academics have hardly touched this area of research 
which, as Lee, Toufaily and Zalan (2017) claim, allows for much exploration of 
the current state of educational development in the UAE.   
Providing the correct conditions in which to cultivate the potential of 
the Emirati population and encourage those who show promise – particularly 
in the areas of innovation, entrepreneurship and leadership and by utilising 
nationalist pride – is a powerful tool to move forward personally, 
professionally and to further the nation’s future. Byat and Sultan (2014) and 
Lee et al. (2017) offer an insight into what the future could be for UAE HE, 
however their work points to technology; whilst this feature of HE activity 
cannot be ignored, it is not one on which this research will depend as a 
means of explaining possible Emirati futures. Taking a more global view of 
the future, Lefrere (2007) indicates that building on existing structures and 
consolidation is a more productive path to follow in order to meet the UAE’s 
needs. Further, the UAE’s Department of Higher Education, in response to a 
call from the federal Government of the UAE, has been charged with 
facilitating reform within HEIs: it is from this perspective that this research 
has adopted the objective of providing informed comment on the possible 
future of HE in UAE. 
When considering the literature that might support this research, it is 
evident that notable themes over the past two decades have been connected 
to broader issues such as globalisation, massification and marketisation. All of 
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these issues have been investigated and many researchers have put forward 
their varied understandings of the degree to which these factors have 
impacted HEIs’ development. However, this research, whilst not neglecting 
these factors, focusses on narrowing these wider issues to a specific national 
context, namely the UAE, then narrowing this further to The College, thereby 
adopting a more localised perspective. Only by taking this approach can this 
research hope to produce the desired outcome of understanding what is 
impacting UAE HE and causing change to take place from the perspective of 
local actors.   
Lowe (2009) discusses the growth of the HE sector and the growing 
emphasis on questioning the fundamental purpose of HE. Lowe, together 
with Silver (2003), goes on to highlight the paradox that exists when HEIs are 
charged with being central to societal development as well as leading 
advances in technology and science, all the while being perceived as being 
detached from most of society’s activity.  
It is predicted that the UAE government will continue to support 
increases in the size of the migrant workforce, which as it continues to grow 
will help ensure the economic growth that the nation has enjoyed over the 
past three decades (Dubai Statistics Center, 2018). The main reason for this is 
the government’s desire to provide sustainable economic growth which will 
underpin sustainable and high standards of living while maintaining the 
impressive programme of infrastructure building that demands both a skilled 
and non-skilled workforce (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, & Harb, 2008; 
Litz, 2011).  
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2.1.2 The College, Its Mission and Vision 
In the late 1980s a system of applied HEIs was established in response to the 
fact that graduates from existing HEIs were not equipped with the skills 
required to operate effectively in the workplace. At this time US-based 
systems of education were considered to be HE’s future. HE was redefined 
and presented to UAE society as a system of post-secondary education for 
UAE nationals, one that emphasised “productivity, self-determination and 
excellence” (The College website, n.d.). Indeed, the goal was to “Educate 
Nationals for the professional and technical careers necessary in a rapidly 
developing society”. By providing work-ready young people capable of 
fulfilling the nation’s employment needs, these graduates would eventually 
take up leadership roles, thus ensuring the sustainability of the UAE’s 
economic growth. Colleges in the system were staffed largely by Western 
teaching faculty and leadership (Findlow, 2001).   
In the mid-1980s the concept of the HE system of which The College is 
now a part was conceived, with a governmental strategic aim intended to 
contribute an international dimension to the education of the nation’s youth 
(Wagie & Fox, 2005). From a modest beginning, the system has grown to 
seventeen colleges. The system of HE colleges (of which The College is one) 
was established with a purpose of training post-high school students to 
graduate with certificates, diplomas and higher diplomas in applied arts, 
business, health science and technology. The system website states that the 
HE system was set up to “stress the ideals of productivity, self-determination 
and excellence” (The College website, 2016). 
 33 
Shaping the future of the UAE by providing learners with skills that 
meet international standards underpins the strategic visualisation of The 
College (Al-Ali, 2014; The College website, n.d.). Indeed, its vision and mission 
identifies the following as the values upon which the UAE’s HE system is 
based: 
 Service to society; 
 Creativity and innovation; 
 Accountability; 
 Integrity; 
 Excellence; 
 Respect; 
 Community spirit. 
 
The focus of The College is on producing graduates with workplace 
skills alongside professional certificates from international awarding bodies. 
The original strategic plan was re-envisaged in 2017, with The College’s 
Strategic Plan 2017-2021 (2017) offering academic programmes in over one 
hundred majors, covering Computing, Business, Education, Engineering, 
Health Science and Media. Terms such as “prepare graduates to meet 
industry needs” and “empower students academically and professionally” 
illustrate the pledge to prepare young Emiratis to operate fully in the 
workplace and to be able to cope with the future job market as it adjusts to 
the challenges of the UAE operating in a globalised world. The goal is to 
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position graduates of The College as the UAE labour market’s number one 
choice of personnel. 
Over the past decade, the system (of which The College is a member) 
has worked to establish dynamic relationships with national and international 
businesses in the UAE. The programmes of study are constantly reviewed 
through a process of ongoing quality measurements activity and interactions 
with business leaders so that the UAE’s labour market is satisfied while also 
meeting the demands of the UAE’s strategic development plans (The College, 
Strategic Plan, 2017-2021; UAECD, 2011). Graduates study in English and 
therefore will have the linguistic ability to function effectively in a 
multicultural environment which places a great deal of emphasis on high 
levels of English language competence and a set of workplace skills capable 
of adapting to a multicultural environment (UAE Government, 2018).  
 
2.1.3 Categories of Literature  
The remainder of this chapter considers the main groupings of literature that 
best inform this research (Creswell, 2007; Crotty 1997). The groupings listed 
below help identify how the outcomes of this dissertation can make a 
valuable contribution (Bentz, & Shapiro, 1998; Blaxter, Hughes & Tight, 
2010): 
 Identifying higher education issues in the UAE 
 Considering globalisation as it impacts HE in general and the UAE in 
particular; 
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 Identifying cross-cultural issues underpinning the contributions made 
by the participants who operate in a multi-cultural environment; 
 Providing a definition of change and consideration of change theories 
as applicable to the context of HE in the UAE; 
 Identifying possible HE developments with reference to their impact 
on the sustainable development of HEIs in the UAE; 
 Considering the identity of the HE organisation, by looking at what the 
role of the HEI is considered to be in the setting of the UAE, especially 
during this time of fundamental change. 
 
These themes were identified as constituting a common thread in that 
they considered the global, national and local perspectives, in other words 
they moved from wider, international viewpoints to the domestic 
government’s influence and, more locally, issues at the level of The College.  
 
2.2 Globalisation   
Globalisation is a phenomenon that creates a degree of controversy as its 
definitions vary. However, one concept that appears in all definitions 
regardless of the vernacular used is that of interconnectedness. Diverse views 
are presented in the literature as to the impact of globalisation on HE, 
however it is generally agreed that each country and context is impacted in 
different ways. A nation’s history, culture, traditions will all influence 
perceptions of globalisation and its impact (Green, Marmolejo, & Egron-
Polak, 2012). The following paragraphs will provide definitions of 
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globalisation and internationalisation and give justifications for the use of 
each. 
The nuances that characterise the global forces impacting HE are 
reflected in the meanings and rationales of both globalisation and 
internationalisation. For the purposes of this study, the terms ‘globalisation’ 
and ‘internationalisation’ must be defined and contextualised within the 
context of the Gulf region and the UAE (De Wit, 2011; Marginson & Rhoades, 
2002; Trow, 2007). This section will present definitions which will then be 
discussed in relation to HE, and then to the UAE.  
 
2.2.1 Definition of Globalisation   
Marginson and van der Wende (2007), quote Held et al. (1999) when defining 
globalisation as: “The widening, deepening and speeding up of worldwide 
interconnectedness” (p. 4). This definition gives a sense of the range of 
activity that is expected to work together in a globalised world without 
identifying the actions necessary to become ‘interconnected’. The focus on 
‘interconnectedness’ presupposes that nations are confined entities, 
culturally, socially and politically, which connect at points rather than 
integrate. Which may be true, however the definition put forward by Altbach, 
Reisberg and Rumbley (2009) in a report prepared for UNESCO, focuses on 
integration. The authors define globalisation as reflecting a version of reality 
“shaped by an increasingly integrated world economy, new information and 
communications technology (ICT), the emergence of an international 
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knowledge network, the role of the English language, and other forces 
beyond the control of academic institutions” (p. iv). 
 The following definition by Held and McGrew (2003) adds the 
dimension of organisational transformation: “Globalisation can be thought of 
as a process (or set of processes) which embodies a transformation of the 
spatial organisation of social relations and transactions ... generating 
transcontinental or interregional flows and networks” (p. 51). Indeed, this 
thesis takes the view that all of these definitions taken together illustrate the 
context of the UAE as it builds a sustainable economy capable of absorbing 
the effects of global forces and aligning those forces with the social, cultural 
and political aspirations of the nation (Findlow, 2005; UAE Government, n.d.). 
Given the stated strategic need to connect globally (both economically and 
politically) and to integrate the aims of the HE sector with those of global 
HEI’s, the UAE Government is continually realigning its strategic direction in a 
way that is illustrative of the connective, integrative and transformational 
aspects of globalisation (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, & Harb, 2008; 
Baburajan, 2011). 
The complexity of globalisation is evident when all of these factors – 
connectedness, integration and organisational transformation - are 
considered, particularly given the difficulty for governments to strategise and 
plan for globalisation (Litz, 2011). Components of each country’s society, 
economy and politics all impact on definitions of globalisation in different 
ways depending on context (De Wit, 2011; Marginson & Rhoades, 2000; King, 
Marginson, & Naidoo, 2011; Rizvi & Lingard, 2000). Definitions and 
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theoretical interpretations around the globalisation are numerous and as can 
be seen, susceptible to contextual dynamics, thus understanding the impact 
of globalisation on a specific, such as HE in the UAE, becomes difficult and 
must be contextualised in order to be useful (Baburajan, 2011; Heard-Bey, 
2002; Toledo, 2013). 
Altbach and Knight (2007) take the view that the globalisation of the 
HE sector involves the impact of economic, political and societal factors on 
HEIs in a way that empowers these organisations to move towards 
international involvement. Therefore, globalisation can be seen as a threat 
and an opportunity for HEIs in this region, hence this study into The College 
and its response to globalisation must be cognisant of the fact that 
globalisation has many interpretations and applications.  
 
2.2.2 Globalisation as a Concept 
The last three decades have seen HE deal with a number of reforms. Much of 
the literature identifies a drive to make HEIs more adaptable, able to respond 
quickly to changing student demands, to ever-evolving job markets and to 
shifting government priorities (Altbach, 2006; De Wit, 2011; Marginson & 
Sawir, 2005). Globalisation is seen as the driver of HE transformation, but as 
Marginson and van der Wende (2007) discuss, globalisation is a term that is 
used – often with very general connotations – as a means of explaining away 
any difficult issues and can be used to deflect criticism of reforms that prove 
to be unpopular.  
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It is the view of Altbach and Knight (2007) and Litz (2011) that HEIs 
have not been ‘global’ in terms of their outlook. This perception is shared by 
Abdulkhaleq Abdulla (cited in Fox, Mourtada-Sabbah, & Al Mutawa, 2006) 
when arguing that Arab Gulf states are “in the grip of forces over which they 
have little power” (p. 180). This statement is explained in terms of the effects 
of globalisation as it increasingly impacts the Arab Gulf States (AGS).  The AGS 
countries include Kuwait, Bahrain, Qatar, Oman, Saudi Arabia, and the United 
Arab Emirates, all of which are impacted by global forces in a way that they 
cannot necessarily regulate (Fox, Mourtada-Sabbah, & Al Mutawa, 2006). 
However, due to their geopolitical status, these countries can influence the 
effects of global forces as they play a significant role in the global economy. 
Continued global demand for oil means that Gulf countries are centres of 
economic and political importance (Galal, 2007; Hvidt, 2013). This thesis 
takes the view that Gulf countries have had three decades of dealing with the 
impact of globalisation, having devised social, cultural and political strategies 
capable of absorbing the effects of global forces. This is specifically true of 
the UAE, where risks are being mitigated and opportunities exploited in ways 
that support the Government’s strategic pursuit of sustainable growth 
(Burden-Leahy, 2009; UAE government, n.d.; Vision 2021, 2010). 
This is not to say that there has been no attempt to adjust to such 
external forces, however the challenges faced are multi-faceted. The 
neoliberal ideology behind the transformation of HEIs from supposedly static 
to dynamic entities (Deacon & Parker, 1995), from government policy- to 
market-driven institutions are now realities with which practitioners have 
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become familiar (Marginson, 2007; Marginson & Rhoades, 2002; Mourshed & 
Barton; OECD, 2010). In fact, Slater and Griggs (2015) argue that “visions of 
social possibility are painted with an economist’s brush” (p. 455), cautioning 
that educators must be more critical of changing ideologies and be aware of 
the fact that economics can be a driving force in educational development.  
 
2.2.3 Globalisation – Its impact on HE globally 
One of the criticisms of globalisation is that it has included advances in 
neocolonialism (Tikly, 2004). 
The impact of Western educational approaches on non-western 
countries is often referred to as educational neocolonialism. This terminology 
is taken from the perspective that educational paradigms suited to Western 
societies and cultures tend to influence education in non-western nations 
through shaping thinking, systems and ultimately policy (Rizvi, 2004). Taking 
the argument further, Altbach (1971, 1982) uses the designation 
neocolonialism to illustrate the post colonialism impact of advanced 
industrial countries on educational systems of developing nations. To 
understand the impact of globalisation on HE in the UAE as a developing 
nation, it should be stressed that neocolonialism does not involve direct 
political control, thus leaving the developing nation boundaries within which 
to operate and to apply practices appropriate to the particular context of that 
nation. However, there remains the criticism that the domination of 
advanced nations over developing nations can be interpreted as 
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neocolonialism as a planned policy approach whereby Western nations 
maintain their influence in developing countries (Altbach, 1982). 
A search of available literature reveals that an argument can be made 
that neocolonialism can impact non-western countries in the following ways: 
 Education systems of all levels are rooted in academic and 
administrative structures of past colonial rulers. The fact that 
organisational structures reflect a foreign model suited to a foreign 
society and culture impacts on the nature of the education 
provided. 
 Curriculums reflect orientations of other cultures and societies. For 
example textbooks are imported from western countries giving a 
perspective and language style that is not reflective of the local 
context. Other qualitative aspects of education can be deemed to 
be secondary to the drive for a quantitative need for development. 
Striving to meet international accreditation standards is an 
applicable example. 
 Expatriate, or foreign educated educational professionals are often 
charged with teaching in developing nations. This is especially true 
of HE and particularly so in the UAE given the makeup of the 
population. 
 Language is an ongoing and pertinent example of the impact that 
neocolonialism can have on HE, particularly in the context of The 
College in the UAE. English language is the medium of instruction in 
many developing countries, thus impacting the access to education 
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for sections of the population. Additionally, the use of English 
language influences the nature of the education system and values 
inculcated.    
 
Crossley and Tickly (2004) argue that the post-colonial legacy has 
resulted in education systems that “lack relevance to local realities and are 
often at variance with indigenous knowledge systems, values and beliefs (p. 
149). This is a notion supported by Tikly (2004) when discussing that 
neocolonialism reflects the interests of Western countries and that the flow 
of cultural values and standards are one way. Neocolonialism from this 
perspective reflects a more subtle form of dominance of the West over non-
western nations, referring to the continuation of past practices established 
by colonising nations (Altbach, 1971; 1982). 
Altbach (2014) develops the argument of the adverse impact of 
globalisation on non-western contexts when discussing the growth of 
Massive Open Online Courses (MOOCs).  Here the focus of Altbach is on the 
use of technology in content delivery and on the interactive nature of 
academic instruction. The significance of this approach to teaching and 
learning for this thesis is that neocolonialism is strengthened in that “MOOCs 
are largely an American led effort and the majority of courses available so far 
come from universities in the United States or other Western countries”, 
(p1). Altbach develops this argument by stressing the fact that non-western 
nations are likely to use technology, pedagogy and content developed in 
Western contexts to access these online courses. Such an approach to 
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teaching and learning could be perceived to strengthen the dominance of 
developed countries over developing nations. As claimed by Altbach (2014), 
“online courses threaten to exacerbate the worldwide influence of Western 
academe, bolstering its higher education hegemony”, (p. 2). The concept of 
dominance of one society, with its inherent set of culture and values over 
another society, leads Altbach to question “who controls knowledge” in the 
paper written in 2014. Courses are not only presented using English as the 
medium of communication and instruction, but the concepts, examples and 
explanations are very much from a Western perspective. Knowledge and 
pedagogy reflect values, practices, standards and orientations of the context 
in which they are created, they are not neutral (Altbach, 2004; 2014).  
This type of academic hegemony is where the argument of 
neocolonialism is supported in that the way in which Western orientated 
educational professionals present knowledge will by definition reflect a 
Western ideology and philosophy of education (Tikly, 2001). The implications 
for non-western countries are significant as online education from a 
particular (Western) perspective could mean content designed around 
localised academic ideals and values not being encouraged to flourish 
(Burden‐Leahy, 2009; Crossley, 2004). 
 
2.2.4 Globalisation as It Applies to HE in the UAE  
Globalisation in terms of UAE HE offers, as Bubtana (2007) claims, 
opportunities to grow external connections beyond those traditionally 
considered acceptable. Policy decisions made with little concern for global 
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issues have been reported as detrimental to the progress of HEIs (Altbach & 
Knight, 2007). The literature often argues that the true value of the HEI is 
based on what the organisation offers learners and society, rather than the 
wider global society or stakeholders (Buckner, 2011; Forstenlechner, 2008; 
Nasrallah, 2014). 
The last three decades have seen HE in the UAE deal with an 
unrelenting number of reforms. Change, transformation, reorganisation, and 
restructuring are a sample of the terminology with which professional 
practitioners are familiar (Findlow, 2005; Fox, 2007). Much of the literature 
points to a drive to make HEIs in this context more adaptable and responsive 
to, changing student demands, ever-evolving job markets, and shifting 
government priorities (DiVerniero, 2011; Mourshed, Farrell & Barton, 2012; 
Punshi, 2008; Pennington, 2014). Globalisation is seen as the driver of HE 
transformation in the UAE but, as Marginson and van der Wende (2007) 
discuss, globalisation is a term that is used, often with very general 
connotations as a means of explaining away difficult issues and to deflect 
criticism of reforms that prove to be unpopular.  
Buckner (2017) has undertaken a comprehensive quantitative study 
into literature produced by UNESCO focusing on the nation state, of which 
the UAE is a good exemple, and the ways in which the role of HE is changing 
as globalisation continues to encompass economic activity. In addition, in the 
UAE, the concept of a changing role for HE reflects the strategic 
governmental goal of becoming part of the globalised world (Hijazi, Zoubeidi, 
Abdalla, & Harb, 2008; Nagraj, 2015).  
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Standardisation in education has, as Slater and Griggs (2015) tell us, 
been responsible for much educational reform over the last two decades. 
Herein lies a paradox in terms of The College’s context as it attempts to 
transform. Demands from Government and society for HEIs to produce work-
ready graduates, capable of operating effectively in a multicultural 
environment, provide an environment where conflicts arise. These conflicts 
take place when standards are perceived as too low and where accountability 
is not sufficiently rigorous. This presents The College with a dilemma when 
demands for standardised, measurable outcomes are set alongside the remit 
to produce open-minded and culturally-aware individuals capable of taking 
up leadership roles in society (Samier, 2015).   
There is substantial research on this area of HE development, 
although what has been written about the UAE is minimal and tends to be 
narrative instead of developing solutions to help leaders and practitioners 
understand new realities, thereby leaving a gap for this research to address.  
 
2.2.5 Internationalisation  
Altbach (2004, cited in Altbach & Knight, 2007) mention that the constructs 
of internationalisation and globalisation are often confused and the terms 
used interchangeably. Interestingly, Altbach and Knight (2007) argue that, 
“Globalisation may be unalterable, but internationalisation involves many 
choices” (p. 291), which explains, in some way, the emphasis placed on HEIs 
being responsive to globalisation. 
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Globalisation can be seen to reflect the totality of those external 
factors (economic, political, societal) (Giddens, 2006), thereby impacting on 
the HE organisation, while internationalisation is the manifestation of the 
reaction of each HEI to the context of globalisation according to its particular 
context (Cantwell & Maldonado-Maldonado, 2009). 
As globalisation presents challenges to different sectors within 
national economies, internationalisation strategies are seen as the methods 
by which governments and leaderships of entities such as HEIs deal with 
those challenges.   
 
2.2.6 Internationalisation as It Applies to HE in the UAE  
Broadly speaking, internationalisation in HE is seen as a continuous process, 
transformative in nature, and is now an acceptable change strategy adopted 
by HEIs as core functions are re-envisioned (Agnew, 2012). Whilst it is easy to 
identify global issues impacting HE, the challenge is to interpret and apply 
them to a local setting (Altbach, Reisberg, & Rumbley, 2009). This is where 
the UAE context needs to be understood in that the role of government is 
imperative in HE’s development while influencing the population’s attitude to 
the role of HEIs and what to expect of them as educational entities. As a 
relatively new country, with many historical influences, the UAE Government 
has faced challenges in defining the role of HE and is attempting to establish 
public legitimacy of the new strategic vision and missions of HEIs by 
incorporate social and political change into the new vision for HE. Findlow 
(2005) makes the point that “it is not surprising that higher education’s 
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potential as a ‘tool’ (rather than simply a threat) is beginning to be realised” 
(p. 295). 
The main response by HEIs to internationalisation relates to both 
academia and organisation. Strategies focused on academic programme 
provision, scholarly collaboration (research for example) and building 
relationships with external HE providers are now activities that are much 
encouraged by HE leaderships. At the same time, HEIs as organisations are 
now engaged in incorporating an international dimension into their missions 
and visions (Findlow, 2005). This change of emphasis impacts governance at 
all levels, including management, teaching and learning, and resource 
allocation. 
Over the past two decades, the impact of the internationalisation of 
higher education in the UAE has resulted in a significant expansion of the 
sector (Suliman & Hayat, 2011; UAE National Bureau of Statistics, 2017). 
Federal government and private HEIs have developed in terms of both their 
physical numbers and course offerings. Curricula, teaching faculty members 
coming from a variety of cultural backgrounds, and international 
collaborations have all reflected an internationalisation that was not 
previously evident in this nation.  
The implications here are many, beginning with an increase of the 
private sector to accommodate growing demand from potential students 
from the UAE, South Asia and Africa (Global Media Insight, 2018; UAE 
Government, n.d.). The Dubai government has stated its intention to create 
an international education hub, developing the existing education free-zone 
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by increasing the number of international branch campuses with a presence 
in the Emirates (Dubai Statistics Center, 2018). Degrees awarded from these 
HEIs are accredited based on the same recognised standards as those from 
their home countries and are subject to approval from the Government’s 
Knowledge and Human Development Authority (KHDA) (Government of 
Dubai, n.d.) 
The impact of these developments is such that there has been a move 
towards Western HE models (Al-Ali, 2014). Such a move demonstrates the 
openness with which the UAE has embraced globalisation insofar as private 
HE providers are concerned. How much this has impacted federally funded 
HEIs, such as The College, has been debated (Findlow, 2005; Litz 2011; Pech, 
2009; Wilkins, 2010). 
By considering globalisation and internationalisation with a specific 
focus on the UAE, this research is able to contribute to the HE-related 
discourse as it adapts to these realities, the impact of which cannot be 
ignored. HEIs are in a position where their leadership needs to respond 
proactively to this aspect of HE activity. This is especially true of The College 
as its leadership strives to reform the organisation so that it can meet 
stakeholders’ demands. However, any study of HE in the UAE must be 
cognisant of the impact that culture has, both implicitly and explicitly, on 
activity. 
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2.2.7 Internationalisation and UAE Culture  
The UAE has a history steeped in tradition, with cultural values, belief 
systems and behaviours characteristic of Islamic, Arab and tribal conventions 
(Findlow, 2005; Heard-Bey, 2002, 2005; Riel, 2010). Heard-Bey (2002) 
reminds us that family connections are strong in the UAE, with extended 
family networks forming a structure typical of Arab societies that follow 
Islamic teachings and traditions. Riel (2010) takes the view that the UAE’s 
society is very much influenced by adherence to concepts such as preserving 
one’s honour, putting the needs of the group before those of the individual 
and behaving collectively in a way that differs from the more individualistic, 
Western style of living (Schimmack, Oishi, & Diener, 2005).  
However, wider issues associated with global networks are beginning 
to influence emerging nations such as the UAE, particularly the country’s 
move to consolidate economic growth. In this vein, Findlow (2005) has 
underlined that the development of HE in the UAE has involved adjusting 
core activities to meet the UAE Government’s demands for HEIs to align with 
global standards. This is evidenced by the increased demand for 
internationally recognised qualifications for undergraduate and postgraduate 
level degrees which in turn has exerted pressure on HEIs, for example 
establishing international collaborative teaching and learning projects and 
joint research projects with overseas HEIs. All of the federally funded HEIs 
have strategised in order to allow for international accreditation bodies to 
recognise the activities of the HEIs in the UAE (Suliman & Hayat, 2011; UAE 
Yearbook, 2010; Wagie & Fox, 2005; Waxin, 2016).    
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All of this offers an insight into HE in the unique context of the UAE. 
This insight is necessary if an understanding is to be gained regarding the 
impact of internationalisation on the HE system in this setting (Spencer-
Oatey, 2012). Over the past two decades, Emiratis as a community have had 
to deal with the unprecedented level of commercialism that now 
characterises their country as the nation adapts to increasing levels of 
tourism which is the result of the Government strategy to open up the 
country in a way that offers travel opportunities to global visitors. The 
national Emirati population, led by the ruling families, has strived to maintain 
its societal norms built on community bonds with a historic sense of the 
traditions, family structures, values and beliefs founded on a tribal system 
(Al-Khazaraji, 2009, cited in Al-Ali, 2014). 
The UAE legal system is based on Sharia law, derived from The Quran 
(the holy book of Islam), which provides the UAE with its social structure and 
governance model. In addition, the UAE’s ruling families have emerged from 
historical tribal communities, and it is to those families that the wider society 
looks for direction and guidance (Farah, 2012; UAE Government, 2015; 
Macpherson, Kachelhoffer, & Medhat, 2007). This type of hierarchy is typical 
of Arab, Islamic cultures and is accepted in a way that is not common in 
Western-style societies. However, the effects of globalisation and western 
standards of consumerism have also impacted on society, with the surge of 
construction and the influx of tourists evident in everyday life, nonetheless 
the local Emirati population maintains strong affinity with family structures, 
culture, values and traditions (Galal, 2007; Riel, 2010). Scholars have pointed 
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to the fact that modernisation and commercialism have created a unique 
culture in the UAE whereby the Emirati population have accepted the 
globalisation and internationalisation of their environment, but have 
maintained their commitment to their societal norms in a way that has 
strengthened nationalism (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, & Harb, 2008; 
Litz, 2011; Wilkins, 2010). 
This notion of preserving what is important to one’s culture and 
society in the face of globalisation can be explained by reference to the 
concept of glocalisation (Roudometof, 2016). Glocalisation is a combination 
of ‘globalisation’ and ‘localisation’ with the emphasis being on the adaptation 
of concepts, processes, and ideas to specific local requirements (Cha, 
Gundara, Ham, & Lee, 2017). These requirements could be local practices, 
law making, socio-political processes, cultural practices and expectations. 
Glocalisation can be described as the integration of local cultural differences 
and practices into the globalised framework (Francois, 2015) where ideas are 
adopted by a given society and adapted to local and regional needs. 
Interactions between global and local conditions are managed to benefit local 
needs. Examples of this can include political governance, business strategies 
(marketing for example) and media messages, all of which can be adapted to 
be sympathetic to a particular society’s needs and expectations 
(Roudometof, 2016). This is particularly true of the UAE where the 
preservation of values and cultural traditions is important and where the 
government aims to define strategic goals in a way maintains respect for 
cultural sensitivities (Francois, 2015; Raddawi & Meslem, 2015). Glocal is a 
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term that has been in use since the 1990s but is now achieving wider 
prominence (Roudometof, 2016) in a way that is useful to the outcomes of 
this research, namely that it can be used to illustrate a bridge between the 
pursuit of globalisation and the UAE’s strategic objectives, one of which is 
Emiratisation. This thesis argues that Emiratisation is a useful illustration of 
glocalisation in the context of the UAE. As a government response to the 
globalisation of the nation’s workplace, the Emiratisation programme was 
established to ensure that the numbers of Emiratis in the workplace would 
increase (Riel, 2010; Toledo, 2013; Waxin, 2016). This initiative was in line 
with the strategic aim of the UAE Government to facilitate the national 
population’s further entry into the workforce and provide conditions 
whereby Emiratis could make a contribution to the economic growth of the 
nation (Al-Ali, 2014; UAE Government, n.d.). The concept of glocalisation in 
this respect can be used to describe social and cultural dynamics that 
resulted in a local interpretation of global forces. Here glocalisation can be 
used to broaden our understanding of issues that can necessitating adapting 
to global forces so that this can be achieved while preserving and maintaining 
indigenous social, cultural and religious values. However, Roudometof (2016) 
warns that “Glocalization is not simply a new term but also a new concept. 
Glocalization should be a concept analytically distinct from globalization” (p. 
2). Therefore, this study will view glocal as a useful expression of the ways in 
which the UAE can interpret global forces so as to benefit the nation.  
Arab culture in general is hierarchical with collectivism being more 
dominant than individualism (Hofstede, 1997; Schimmack, Oishi, & Diener, 
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2005). However, the trend towards internationalisation has resulted in many 
UAE nationals believing that their identities are being threatened (Al-Ali, 
2014; Jonsen, 2018; McGlennon, 2015). In a collective culture, such as the 
UAE’s, the state plays a more dominant role than that of the individual (Al-Ali, 
2014), with the family taking a central position in setting societal 
expectations and standards of behaviour (Al Naqbi, 2016). Whilst these 
cultural issues may seem at odds with the impact of globalisation and 
internationalisation, in the interest of sustainability the UAE government has 
clearly set out strategic directions for the nation in the Vision 2021 agenda 
(Vision 2021, 2010). This vision for the future has been presented to the 
Emiratis as a constructive governmental approach to forward planning. This 
initiative demonstrates the government’s commitment to providing a 
strategic direction that is cognisant of global forces impacting the UAE whilst 
providing the national population with assurances that social and cultural 
priorities will be maintained (Riel, 2010; Hadid, 2013, cited in Al-Ali, 2014). 
 
2.2.8 UAE: Globalisation, Internationalisation and External Influences 
The previous sections outlined globalisation and the global forces impacting 
HE in the UAE. As previously stated, the UAE, as a developing nation, has 
placed a high priority on the role of HE in taking the country forward in a 
cohesive and measured way (Fox, Mourtada-Sabbah, & Al Mutawa, 2006; 
Suliman & Hayat, 2011; UAE Government, 2015). Indeed, Al-Ali (2014), when 
discussing the models upon which HE systems tend to be built, observes that: 
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… higher education in developing countries has been involved in 
policy borrowing from high income countries, particularly the UK and 
the USA and to a lesser extent continental Europe (p. 39).  
From this statement, it is possible to make a connection whereby HEIs in the 
UAE are heavily influenced by global educational systems that have 
historically been perceived to reflect an economically advanced and global 
state (Rutledge, 2014). Developing countries have taken their lead from HE in 
developed countries such as the United Kingdom (UK) and the United States 
of America (USA) (Findlow, 2005). This is especially true of policy decisions 
and the governments of developing nations, who have expected their HEIs to 
adapt to international benchmarks. This can be seen in the direction that HE 
in the UAE is taking with respect to accreditation and the push from the CAA 
to ensure that all academic programmes meet international standards (CAA, 
2008). Educational leaders are encouraging teaching professionals to initiate 
ways in which they might align UAE students’ performance standards with 
those of leading global performance standards (Riel, 2010; Hvidt, 2013). By 
encouraging educators to think globally UAE leaders, both governmental and 
educational, hope to prepare students for a more challenging world, a world 
where the ability to navigate cultures, languages, behaviours and practices is 
ascribed the same value as the development of complex skill-sets (Burden-
Leahy, 2009).  
Values such as tolerance, equality, justice, inclusion and co-operation 
are considered to be evidence of a global education (AlSuwaidi, 2011). These 
tenets are all mentioned in Vision 2021 as it sets out the UAE government 
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agenda for the future growth of the nation (Fox, 2007; Vision 2021, 2010). 
However, the impact on the traditions and culture of a post-colonial, 
developing nation such as the UAE are not always considered when exploring 
HE growth (Al Naqbi, 2016). In addition, the internationalisation of HE in 
developing countries still shows signs of maintaining the basic characteristics 
of the processes and policies followed in more developed countries (Al-Ali, 
2015; Findlow, 2005; Wildavsky, 2010). 
Indeed, the UAE’s leadership is beginning to embrace the degree of 
interconnectedness which has resulted in the development of a level of 
global dependency perceived to be necessary to succeed in an increasingly 
globalised world (Altbach & Knight, 2007; Stensaker, Frolich, Gornitzka, & 
Maassen, 2008). The introduction of governmental initiatives such as Vision 
2021 is evidence of this understanding by governments for the need to 
commit to global interconnectedness by providing social and cultural support 
alongside political action if sustainable international relationships are to be 
formed (UAE Government, 2015; Walsh 2010). Alignment of UAE national 
growth with the United Nations Sustainable Development Goals 2030 provide 
further evidence of the seriousness with which the UAE government is 
approaching goal setting in this context (UAE Government, 2010; SDGs, UAE 
Government, n.d.). Most applicable to this research is the role that HE is 
expected to take in supporting the government in its aim to drive forward 
economic development. Education (along with Health and Energy) UAE 
Government departments are increasingly expected to shape their core 
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business to fit within the Sustainable Development Goals (SDGs) of the 
United Nations (UN). 
A common notion now being applied to HE in developing nations is 
that, as a former colony of the UK, the UAE is dealing with imperialism in a 
new format – that of the globalisation of education (Baburajan, 2011; Samier, 
2019). Baburajan argues that the benefits for HE in the UAE are that 
international connections are being established by both private and public 
institutions. These collaborations benefit The College in that in terms of 
quality subject to standardised metrics, innovations and methods of 
instructions can be shared in ways that would not be possible otherwise. 
Capacity building is another beneficial outcome in relation to the 
globalisation of HE in this context, particularly so for The College as it begins 
to reach out to international HEIs with the purpose of giving students and 
teaching faculty experiences of international collaboration (The College 
website, n.d.). Skills, knowledge and research development are all benefitting 
from international collaborations while the HE sector in the UAE is impacted 
by global forces as models of HEIs from the UK, USA and increasingly 
Australia are being selected as those to be followed (Toledo, 2013; Wagie & 
Fox, 2005). The complex intersection of globalisation, cultural security and 
postcolonialism in terms of the factors influencing HE in the UAE is becoming 
more of a topic of research and debate (Samier, 2015, 2019) and is relevant 
to this research in that there are many significant factors that must be 
considered when viewing globalisation in this context (Findlow, 2005; Heard-
Bey, 2002, 2005; Wilkins, 2010). Findlow argues that “global consumerism” 
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(p. 287) has impacted the UAE, bringing an international dimension to all 
aspects of life in what was once a traditional and materially poor nation, and 
this has happened within a short period of time (one generation says 
Findlow). Heard-Bey discusses the “world-wide attention” (p. 3) that is now 
paid to the UAE and its rapid development. Wilkins focusses on the impact of 
globalisation on HE in the UAE, in particular the growth of “international 
branch campuses” (p. 390) and considers the impact on the UAE’s HE sector 
in terms of increasing HE capacity, all of which underscores the complexity of 
the context in which this research takes place. 
Identity, culture and politics are all part of the UAE’s national 
infrastructure that are impacted by external global factors (Heard-Bey, 2002). 
National identity, cultural traditions, behaviours, practices and expectations, 
and political institutions (such as federally funded HEIs of which The College is 
one) could all be negatively impacted (Yousef, 2000). 
As the UAE grows economically, the impact that building a HE sector 
dependent on foreign, expatriate teaching professionals is having on the 
indigenous population’s culture and society means that there are certain 
challenges to be faced (Jonsen, 2018; Marginson & Rhoades, 2002; Trow, 
2007). These challenges relate to the large number of expatriate educators 
currently in the UAE’s HE system and the imposition of knowledge values and 
methods of knowledge acquisition, language and its uses and impact on the 
building of skills (Samier, 2019).  
Government strategic directions are taking this nation in a direction 
where traditions, culture and values are being challenged, although the UAE 
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Government has elected to face these challenges with the introduction of 
initiatives that recognise the importance of maintaining and strengthening 
the basis on which its culture is founded (Naidoo, 2007; Rugh, 2007; 
Ulrichsen, 2011; UAE Government, 2010). Here the UAE Government is not 
only aiming to preserve traditions but to raise awareness of cultural and 
heritage in the expatriate community. Holding cultural Festivals, establishing 
heritage villages, constructing and updating museums, and opening mosques 
to public visits are all examples of the ways in which the UAE government has 
chosen to raise UAE heritage to a new prominence. There is a section of the 
UAE Government Portal website with the title of “Efforts of the UAE 
Government in preserving the heritage”. The home page of this section of the 
Government Portal has the following words: “bring alive UAE’s heritage to 
the new generation to experience and value it” (UAE Government, 2018). 
This emphasis on the cultural traditions of the UAE demonstrates that there 
is an openness in the sharing of knowledge and experiences in a way that was 
not previously evident and illustrates the explicit commitment of the UAE 
Government to the preservation of heritage whilst raising awareness of 
Emirati customs and values (IIR Middle East, 2014; UAE Government, 2018). 
 
2.3 Cross-cultural Issues  
As discussed in the globalisation and internationalisation sections of this 
literature review, there is a plethora of literature on the ways in which the 
world is becoming more interconnected (Altbach, 2006, Aneas & Sandin, 
2009; De Wit, 2011). For the purposes of this study, which set in a multi-
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cultural environment, an understanding of ways in which cross-cultural issues 
can impact on behaviours and influence individuals as they try to make sense 
of their environment is essential (Orr & Hauser, 2008).  
Schein (1985, 2004) underlines that concepts of culture have been 
studied across disciplines for more than five decades with Hall (1963) 
beginning the focused research on this topic, followed by Hofstede (1992) 
and Trompenaars (1998) and, more recently, Spencer-Oatley (2000), Fischer 
(2009) and Trompenaars and Hampden-Turner (2011). This research study 
does not fully explore the wealth of the literature available, however the 
work of Hofstede provides a sound foundation upon which to base the 
construction of knowledge around the multi-cultural context of the College in 
the UAE.  
Each national culture comprises a value system that is unique (Pelzang 
& Hutchinson, 2017). Cultures have standards, behaviours, traditions and 
communications each of which may be interpreted as being disrespectful, 
irrelevant or threatening by other cultures when misunderstood (Aneas & 
Sandin, 2009; Jonsen, 2018; Pelzang & Hutchinson, 2017). Such 
misunderstandings often highlight cultural gaps that exist in the workplace 
(Hofstede, Hofstede, & Minkov, 2010; Grigorenko, 2007). This study takes the 
view that although individual professional educators work in the same 
environment, their experience and perceptions of experiences may differ 
(Hofstede, Hofstede, & Minkov, 2010). The relevance is that findings may be 
impacted by these differences as the research aims to draw out the views of 
those from a variety of cultural backgrounds. 
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2.3.1 Hofstede’s Dimensions of National Culture 
Leadership behaviours and conventions suited to one culture may result in 
undesirable consequences in another. Hofstede, Hofstede and Minkov (1980) 
wrote about the “software of the mind” and defined ‘culture’ as consisting of 
“… the unwritten rules of the social game. It is the collective programming of 
the mind that distinguishes the members of one group or category of people 
from others” (p. 6). 
This definition had been explored in his original work (Hofstede, 1984) 
where he conducted one of the most comprehensive studies of how values in 
the workplace are influenced by culture. The resulting six dimensions of 
national culture are based on extensive research which has been recognised 
and applied globally in both academic and professional management settings 
(Schein, 2004; Schultz, 1995). In 1980 and 1988 Hofstede identified cultural 
dimensions whereby nations are measured on a continuum from high to low. 
The dimensions are: 
 power distance – the extent to which less powerful individuals in a 
society accept and also expect that the distribution of power takes 
place unequally; 
 uncertainty avoidance – the extent to which individuals in society are 
not at ease with ambiguity and uncertainty; 
 individualism/collectivism – the extent to which individuals have a 
preference for being left alone to look after themselves or want to 
remain in a closely knitted network; 
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 masculinity/femininity – 
masculinity: the extent to which society demonstrates a preference 
for assertiveness, heroism, achievement and material reward 
for attaining success. 
femininity: the extent to which society demonstrates a preference for 
modesty, cooperation, quality of life and caring for the weak; 
 long-term v. short-term – the extent to which society has a tendency 
toward searching for virtue. Short-term orientation pertains to those 
societies that are strongly inclined toward the establishment of the 
absolute truth; 
 indulgence v. restraint – the extent to which societies can exercise 
control over their impulses and desires. 
 
Hofstede’s cultural dimensions is based on an understanding that the 
intrinsic values of a culture impact on people’s behaviours in all contexts, 
both personal and professional (Hofstede, 1984). In terms of this study, and 
taking the view that The College is multi-cultural environment, there is 
therefore a mix of cultures interacting and viewing the world from their 
individual perspectives (Jonsen, 2018; Pelzang & Hutchinson, 2017).    
Leaders today must understand the core concept of the culture(s) 
with which they are dealing (Schimmack, Oishi, & Diener, 2005). Notions of 
values, expectations and patterns of behaviour must be understood and, as 
Spencer-Oatey (2012) argues, it is important to understand (as a starting 
point) if individuals belong to ‘collective’ or ‘individualistic’ cultures:  
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In other words, we should use characterisations of whole cultures 
(e.g. collectivist values) to explain specific attributes of that culture as 
a whole... But we should use characterisations of the values of 
particular individuals or groups of individuals if we want to predict 
how those particular individuals will behave (p. 17).     
 Connecting this to the work of Hofstede is straightforward as the 
latter has stressed that the way to construct understanding and acceptance 
of national cultures was to understand that there are possible differences in 
reactions to the same situation (Hofstede, 1998).   
To appreciate how this model is applied to The College involves 
constructing an understanding of ways in which Hofstede is a valuable tool in 
terms of viewing differences in cultures. The dimensions of a culture form an 
important facet of leadership strategy and can help a leader understand 
employees thus building a sustainable work environment. This is pertinent as 
The College is a multicultural environment characterised by a transient 
workforce working on one, two or three year contracts. The variety of 
cultures (not to mention individuals within those cultures) is an ongoing 
challenge for all involved in this particular organisational culture. 
 
2.3.2 Cross-cultural Issues in the College 
When a variety of cultural structures interact the potential for conflict or 
disagreement can be high while the methods employed when dealing with 
cultural diversity must be carefully crafted by managers and leaders. The 
work of Hofstede (1980, 2001), in which a comprehensive study of the ways 
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in which values in the workplace are influenced by culture was carried out, 
produced a model identifying a set of cultural dimensions which was then 
paired with a set of core values. This model can help organisational 
strategists to understand individuals using a lens of cultural diversity 
(Quansah, 2017; Orr & Hauser, 2008; Spencer-Oatey, 2012).  
 
2.3.3 Implications for the Leadership of The College 
Much relevant research has been carried out in individualistic countries, 
where cultural assumptions may not apply in collectivist settings such as the 
UAE. An example of this would be when “difficult” conversations are to be 
had between a manager from an individualistic context and subordinate 
employee from a collectivist culture. Discussing abilities or achievements may 
cause a problem if this practice clashes with the expectation of the employee 
as to how one should interact with others in the workplace and may be felt to 
be a loss of face (Hofstede, 2001). The organisational culture in a setting such 
as The College in the UAE means that one must be aware of this issue and 
appreciate that a more indirect method of communication would be 
appreciated and indeed expected. Collectivist cultures place value on 
relationships and the associated obligations of friendships or other close (and 
valued) inter-workplace relationships. Legal codes of practice and behaviours 
are seen to be of less importance compared to personal relationships, 
whereas in individualistic culture the opposite is true.   
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2.3.4 Organisational Culture 
Schein (1996) defined organisational culture as made up of the shared 
expectations, behaviours and conventions developed by a particular group. 
These norms are guiding principles of a given group, with many researchers 
arguing that when leaders demonstrate their own individual leadership style, 
they might be influenced inadvertently by an organisational culture. Schein 
(2010) proposes that leaders, when they display their values, beliefs and 
demonstrate their behaviour patterns, are the creators of the organisational 
culture. The Schein’s (1985, 1996) theory was further developed in 2004 and 
will be used to discuss the position of culture as it applies to the College.  
 
2.3.5 Cross-cultural Communication 
Cross-cultural communication reflects the ways in which individuals from 
different cultures connect and interact. This is a field of study that is 
concerned with the ways in which individuals communicate verbally and non-
verbally. Our relationship with others is based on the type and level of 
interaction while this is especially relevant in the context of workplaces in the 
UAE. For the purposes of this study, cross-cultural impact can be summarised 
as follows: 
 Cultural diversity – the blend that exists of Emirati and expatriate 
cultures, including Western (the United Kingdom and North America), 
Gulf Cooperation Council (GCC) and Indian Sub-continent are a 
complex mix of collective and individualistic cultures and therefore 
are likely to have different perceptions, attitudes and behaviours;  
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 Group behaviour – although the organisation may have stated goals, 
conventions and traditions, behaviours of individuals within the 
organisation may not align with expectations;  
 Managerial behaviour – a manager may face challenges if there is a 
misunderstanding or conversely may present challenges to employees 
if cultural differences are not understood or respected. 
 
2.3.6 Cultural Influences in the UAE 
Over the past two decades, the UAE has experienced a period of rapid 
expansion and modernisation (Almazroui, 2012). Its society, culture and 
values have been challenged and the country had had to discover ways in 
which to respond to significant changes impacting all aspects of life in the 
UAE. These changes range from the impact of tourism to a decrease in the 
revenues from oil production (Galal, 2007; Suliman & Hayat, 2011; Wagie & 
Fox, 2005).  
Cultures are socially constructed (Geertz, cited in Michie, 2011), with 
philosophies, concepts, information, values, beliefs, conventions, and 
behaviours created and accepted by groups, that is, society. In the UAE, Islam 
is the single most significant factor that defines society and gives shape to the 
country’s identity (Findlow, 2006). As this research is intended to study the 
impact of globalisation on a HEI in the UAE, an understanding must be 
developed as to the background against which decisions are made and 
actions taken by UAE governments (Heard-Bey, 2005).  
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The UAE is a group-oriented culture based on the principle of the 
importance of family and religion (Riel, 2010). In Arab society, family name 
and background are often used as a way of placing a person socially in the 
same way that profession is used in other cultures as a means of determining 
status (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, & Harb, 2008; Litz, 2011). Riel goes 
on to explain that individuals are influenced by their culture in terms of 
society, family and organisations such as schools. Having an understanding of 
this characteristic of Emirati culture, where hierarchy is respected and where 
a group-centric approach to life is practiced, allows this research to 
contextualise the core values of the new style of leadership now in place in 
The College. For the purposes of this study it is important to understand that 
values represent the basic principle of behavior – a judgement of what is 
important made by individuals in individualistic cultures or collectively in 
collectivist cultures such as the UAE (Hofstede, 1984). This research 
recognises the definition of Schwartz (1999, cited in Al-Naqbi, 2016, p. 40) as 
most pertinent here: “values as conceptions of the desirable that guide social 
actors (e.g., organisational leaders, policy-makers, individuals) select actions, 
evaluate people, and events, and explain their actions and evaluations”. 
From this perspective, values inform decision making of the leaders of 
The College in ways that mean adjustments have to be made by professional 
practitioners as they alter their expectations of leadership in response to the 
new norm. The Emirati culture expects a fair leader to lead the group – this is 
the new norm. 
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Arabic has been declared as the official language of the UAE, 
however, this is not the language used by the majority of the country’s 
population (Findlow, 2006; UAE Government, n.d.). Insofar as this 
dissertation concentrates on The College, it is pertinent to highlight the 
extent to which language is used as an identifier as to the mission and vision 
of the organisation as an HEI charged with producing work-ready graduates 
suitably equipped to work in a multi-cultural, globally linked workplace (AlAli, 
2014; The College website, 2018).  Until recently (the past five years) the use 
of Arabic was actively discouraged within The College, with disciplinary 
measures being taken if teaching faculty and management were overheard 
speaking to students in Arabic. In fact, if students were observed using Arabic 
during a scheduled class it could be and often was noted in the teacher’s 
performance review records. This action has diminished somewhat over the 
past five years as the transformation process has begun to establish new 
norms. In explicit terms, the reasons for these changes are not obvious, as 
there has been no stated directive and the drive to produce graduates fluent 
in the English language remains strong.  However anecdotally there are views 
that the new style of leadership now in place and which is seen to be a 
response to the UAE Government’s Emiratisation policies (Waxin, 2016), has 
resulted in an environment where the use of Arabic is not discouraged. 
Scrutiny of the Vision 2021 government strategy and prominent on the first 
page of the Vision 2021 website is a commitment to ensuring that graduates 
will have “a strong knowledge of the Arabic language” (UAE Government, 
2010). 
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2.3.7 Leadership as a Cultural Issue in the UAE 
Much of the research on leadership has focused on western definitions (Litz, 
2011; Fox, 2007), however this study is concerned with exploring how 
leadership is viewed in the multicultural setting of the UAE. It should be 
emphasised at this point that the theme of leadership could be a thesis study 
in itself so can only be lightly touched upon here. Instead this research 
focuses on global forces imposing change on HEIs not on the management of 
change per se.   
In the context of the UAE there are many groups of people influenced 
by their cultural expectations of what is meant by leadership and effective 
leadership, therefore the approach described above of considering different 
perspectives on leadership, is relevant as the context of HE leadership in the 
UAE is unique as the development of the nation allows for a new outlook to 
be adopted by its leaders. Taking an Islamic perspective on educational 
leadership, many scholars have argued that the role of society and culture 
cannot be ignored (Benlawi, 1987; Findlow, 2005). Riel (2010) describes Arab 
culture as being impacted by Islam in a way that propagates a hierarchical 
society given “The fact that it teaches submission to a higher being has 
produced a cultural impact that is hierarchical” (p. 1). 
In Islamic contexts, the term ‘leadership’ is contextualised as 
reflecting the values detailed in Table 2.1. 
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Table 2.1: Leadership Values in an Islamic Context (adapted from Brooks & 
Mutohar, 2018) 
Ikhtilaf Dissent 
Hisba Accountability 
Maslaha Seeking the common good 
Nasiha Good council and sincere conduct 
Tafaakkur Reflection 
Shura Consultation 
 
A Muslim leader of an education institution will enact leadership 
values by their beliefs about Islam, leadership, culture and education by 
being mindful of the values listed in Table 2.1 (Brooks & Mutohar, 2018). 
Heard-Bey (2005) takes the argument further by pointing to the complexity 
of the UAE’s context. This complexity, according to Heard-bey, is 
characterised by the fact that each of the seven Emirates places great 
importance on preserving its own identity and decision-making abilities 
within the federal style of overall governance by emphasising that the 
“integrity of every local Emirate’s autonomy remain an all-important principle 
in the UAE’s political landscape” (p. 359).  
Recognising the need to resolve some of the issues that arose from 
this decentralisation of decision-making activity, the Federal National Council 
(FNC) was created to help align differences in approach of the Abu Dhabi and 
Dubai ruling families (Heard-Bey, 2002, 2005). The FNC, created in 1997, had 
the goal of creating a more evenly distributed system of governance of 
government entities and a more centralised approach to dealing with, for 
example, oil revenues. These actions offer some explanation as to the origins 
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of the cultural context in which the change of leadership has evolved in The 
College as it adapts to the changing governmental strategic direction (AlAli, 
2014; McGlennon, 2015; UAE Government, 2010).  
For the purposes of this research, shura is the most relevant concept 
as it applies to the context of The College and the changes currently being 
experienced by the organisation as it moves to adapt to a newly crafted 
strategy capable of enacting the vision as set out in Vision 2021 (UAE 
Government, 2010). Shura involves the process of consultation and is an 
integral concept in Islamic leadership (Al-Ali, 2014; Brooks & Mutohar, 2018). 
This concept of inclusive decision-making affects not only political, 
professional and leadership spheres but also social situations involving family 
and community decisions (Davis & Winn, 2016; Marbun, 2013). The Quran 
cites shura when discussing those activities implied by contributory decision 
making where the leader takes counsel from trusted advisors, then uses the 
authority afforded that person (i.e. the leader) relative to their position in the 
hierarchy to decide matters of importance (Al-Ali, 2014; Shah, 2006). 
As shura requires leaders to consult with “knowledgeable others” 
(Brooks & Mutohar, 2018, p. 58) to arrive at a consensus, the assumption 
would be that there is a recognisable consultation process established within 
the practices of The College. However, the noticeable practice that now 
appears to exist within The College is that decisions are made where the 
process of collaboration takes place at the top of the hierarchy, with 
memoranda being issued stating decisions made and the internal 
organisational actors are expected to enact the decrees (The College website, 
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n.d.). There is a paradox in that there is much communication made available 
to professional educators within The College (much more so than in the past) 
with newsletters, blogs, websites, majlis appointments, cascading of ideas, 
professional development (PD) sessions and senior management attending 
academic programme meetings on a regular basis.  All of this reflects an 
attempt to cultivating a collaborative HEI culture within The College. The 
challenge remains that there is a multi-cultural environment where 
practitioners and decision makers, at the local department level (as opposed 
to the senior leadership level) who bring with them their own social-cultural 
dimensions of understandings and behaviours (Hofstede, 1984; Hofstede, 
Hofstede & Minkov, 2010). Therefore, the attempt by senior leadership 
(Emiratis), which is a real attempt to bring more information to the internal 
organisational stakeholders may provide clarity, bring comfort or be 
misconstrued – all of which are cultural bound reactions (Hofstede Insights, 
n.d.; Orr & Hauser, 2008; Suliman & Hayat, 2011; Tikly, 2001). 
 
2.4 Change 
The purpose of this section is to investigate the literature relating to change 
in HE, specifically in the UAE, however no discussion of the available 
literature would be complete without considering the wider global position 
within which the UAE HE sector operates. To achieve this aim, ‘change’ as an 
organisational concept must be defined while in order to meet the goals of 
this study, it should be considered from two perspectives. Firstly, 
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organisational change has to be defined as it applies to HEIs and change as it 
applies to HEIs in the UAE must be discussed (Bubtana, 2007). 
 
2.4.1 Change as an Organisational Concept 
Change as a phenomenon is multifaceted in nature and presents itself in 
many different ways: as either emerging organically from practice, a 
deliberate action on the part of leadership innovation, and as externally 
imposed by government. However, this research is aware that the study of 
change in organisations, according to Kezar (2011), Kezar and Eckel (2000) 
and Kreber (2009), can be viewed as disingenuous in nature, indeed as being 
change without direction or purpose. In addition, Burnes (2011) underlines 
the high rate of failure of change initiatives in organisations and suggests that 
the change process must include finding answers to the following questions: 
How reliable is the data on change failure? 
Why does change fail? 
What can organisations do to improve their success rate? (pp. 244-245) 
          This focus on failure seems to be a feature of much of the literature 
with researchers emphasising that resistance to change is not to be ignored 
as a feature of any change process. Burnes provides the organisation with 
much to consider as it sets out to reform when he suggests the following 
three lines of investigation:   
 Why failure rates are so high; 
 The role of communication; 
 The role of middle managers.   
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           The ability to view change from different perspectives should be 
understood as an important factor when investigating change in HE and is 
much lauded in the existing literature (Tibi & McLeod, 2010). This aspect of 
change should not be permitted to shape the change taking place in an 
organisation, however, and as Appelbaum et al. (2012) argue, resistance to 
change and individuals’ noncompliance within HEIs can be typical of reactions 
to HE change initiatives.   
Change cannot be unconnected to strategy, in fact much of the 
research on change management points to the fact that change management 
is a skill and a knowledge set required when appointing managers to their 
positions (Al-Haddad & Kotnour, 2015; Keenan & Marchel, 2007). Taking this 
argument further, Tibi and McLeod (2010) posit that the insights of individual 
practitioners are a valuable resource that is often not exploited during the 
change process. 
Examination of existing research revealed that organisational change 
is often hindered by conflict between HE governance and knowledge 
governance, the former being seen as the province of leadership whilst 
knowledge facilitation is regarded as the responsibility of the professionals 
operating within the HE organisation.  
Few studies have considered the change process from a holistic 
perspective, concentrating more on the impact of technology and changes to 
teaching and learning. In addition, not much research has focussed on the 
relationship between the factors that must work together to produce 
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meaningful change in HEIs. Bolden, Petrov and Gosling (2009) stress the need 
for strategy to precede process and for evaluation to conclude the process. 
However, a search of the available literature on this topic has shown many 
gaps, not least of which was the paucity of research into how change could 
take place in HEIs in the UAE context. 
 
2.4.2 Change in HE in the UAE 
In spite of the exponential level of change that has taken place in the UAE in 
the last two decades across all sectors of society, there have been limited 
attempts to understand organisational change and its impacts. Wagie and 
Fox (2005) have written of the need to transform education, particularly HE, 
as a means of supporting ambitious governmental targets for improvements 
in society and the economy. However, there was no real solution put forward 
until the UAE Government in 2010 presented Vision 2021 whereby a national 
agenda was introduced based on the founding principles of: “United in 
responsibility, united in destiny, united in knowledge, and united in 
prosperity”. The idea was that the UAE Government would create metrics 
against which national growth and development would be measured (UAE 
Ministry of Cabinet Affairs, 2010). Higher Education was given prominence in 
this vision while ‘National Human Capital’ (p.16) was discussed as a leading 
strategy for taking the country forward (The National, 2014; Nazzal, 2015; 
Pennington, 2014). Bin Taher, Krotov and Silva (2015) have taken a wider 
view of change when considering the impact on stakeholders when 
transformation is taking place. The authors support the argument that, 
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particularly in the context of the UAE, change should be viewed an ongoing 
process, with communication fully integrated into the process. Their 
argument for this is that power balances would shift along a continuum 
meaning that Government, HE organisational leaders and practitioners must 
come together to ensure change is successful. 
Interestingly, one of the justifications put forward for the UAE 
Government’s persistence in HE change is, as Bin Taher, Krotov and Silva 
(2015) state, a desire to embark on research with a focus on the change 
management process as it applies to the HE sector. Thorough searches of the 
literature available revealed that little of HE change process in the UAE is 
documented (Fox, 2008). The need for change has been written about from a 
variety of perspectives and some consideration has been given as to how 
HEIs might be used to take an emerging economy forward (Hammadi, 2016; 
Randeree, 2008; Randeree & Narwani, 2009). However, little research has 
been carried out to capture national and local conversations about the need 
to reform UAE HE. Neither is there any recent literature linking change to 
globalisation which might drive change scenarios other than Yousef’s (2000) 
tentative connections when he identifies the need for change and points to 
the latter’s success being dependent on the reactions of those operating 
within the organisation. Yousef is careful to mention that attitudes to and 
perceptions of change are vital to the success or not of any change initiative. 
However, as Wagie and Fox (2005) arguing when supporting this viewpoint, 
factors affecting individuals’ reactions are dependent on their commitment 
to the organisation. This is where the issue of workforce transience needs to 
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be understood as an underlying principle in the success of any management 
action.   
There is little written about the actual focus the UAE HE and its future 
agenda, so to change the narrative to where it is possible to envisage a 
reframed vision for the organisation requires viewing HEIs and their 
provisions from a different perspective, a point made powerfully by Harden 
(2013). Within the UAE this is a view which was strengthened when the 
Government set out new initiatives (Nazzal, 2015) with a focus on innovation. 
Having established the Mohammed Bin Rashid Center for Government 
Innovation demonstrates the seriousness with which the UAE Government 
takes the future direction of this emerging nation (UAE Government, 2017). 
The fact that there is little research discussing this vision for the future is 
indicative of this country’s very recent foray into the global arena (Wilkins, 
2010, 2001; Mourshed, Farrell, & Barton, 2012; Hasnah, 2013; Zahran, 
Pettaway, & Waller, 2016), thus underlining the gap in the literature that can 
be filled by the outcomes of this research on The College. 
 
2.4.3 Implications of Policy and Policy Changes  
As one of the ultimate aims of this research was to inform current discourse 
on UAE HE, it must be stressed that the study has been undertaken in the 
context of ongoing policy changes. Governmental changes to policy have 
taken place against a backdrop of national strategic goals focussed on 
transitioning from an oil dependent economy to a knowledge-based one 
(UAE Government, n.d.). In addition, there is an acknowledgement at 
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government level that such changes must be based on a quality HE system 
measured in international terms whilst being mindful of contextual 
sensitivities with respect to culture and society (Bin Taher, Krotov, & Silva, 
2015).  
Discussion on HE change repeatedly centres on what has to change as 
opposed to the change process; Johnson, Levine, Smith and Stone (2010) 
argue that teachers, environments and leadership must be prepared to move 
into new positions while Salazar and Leihy (2013) and Sarker, Davis and 
Tiropanis (2010) discuss HE’s slow response to change globally. Wildavsky 
(2010) understands this reluctance to embrace change as reflecting the 
global HE sector’s reluctance to predict the future. Therein lies the barrier to 
change, according to these writers. We can contrast this with the work of 
Green, Marmolejo and Egron-Polak (2012), who suggest that the influence of 
globalisation will grow and develop into the new norm, leading to the need 
for a deeper understanding of what change scenarios are possible. In the 
absence of substantial research, such perspectives on change must be 
adapted so that it is possible to position UAE HE within the global context as 
its HE policy evolves. One of the main challenges for this current study is 
identifying a connection between The College’s strategic policy and wider 
policy-driven initiatives such as ‘Emiratisation’ as The College constantly 
moves along the spectrum of government priorities (Emiratisation.org, 2013; 
UAE Government, n.d.).   
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2.4.4 Government Policy: Emiratisation  
As the UAE Government searches for solutions to the reluctance of the 
Emirati population to engage with private sector employers, HE has been 
given a higher profile and increased role in employment plans as set out by 
the federal government. Although the ‘Emiratisation’ initiative 
(Emiratisation.org, 2013) continues to be a feature of UAE Government 
strategy, young Emiratis have responded slowly in terms of taking advantage 
of opportunities offered to them by the private sector (Raven, 2011).    
Buckner (2011) argues that the need for governments globally to 
produce work-ready individuals is necessitating a requirement to measure 
the ‘rate of return’ (p. 22) of HE activity while pressure is being exerted by 
society and business on HEIs to recognise the over need for policy makers to 
incorporate employable skills into HE activity. Altbach and Peterson (2007, 
cited in Buckner, 2011) point to the expectation that HEIs will 
“internationalise” (p. 486) as this is recognised as a way to strengthen a 
country’s competitive position in the global economy. The argument is that 
by inculcating students with an understanding of intercultural issues and 
developing cross-cultural competencies, their ability to produce a sustainable 
home country advantage will be strengthened. Many researchers have 
provided evidence that the line between HE’s national and global 
responsibilities is becoming blurred and alters HEIs’ purpose from 
responsibility for nation building to becoming drivers of the global 
competitiveness of their national economies. Such a shift is not quick and is 
not easy, as Mourshed, Farrell and Barton (2012) discovered when they 
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looked at the complexity of designing an education system that meets 
workplace demands.  
Sharma, Samuel, and Ng (2009) emphasise the need to consider 
change processes while making connections between developing the skills 
necessary to take an economy forward and identifying the nature of those 
skills. This is supported by Pennington (2014) and Romani (2009), both of 
whom take a more restricted view in that they reference the challenges faced 
by the UAE as an increasing responsibility is placed on HEIs to change the 
nation from an oil dependent economy to a diversified one. 
Studying the available literature revealed that there are many areas 
on which this study could focus. Change is such a wide and well explored 
topic, that there needed to be a focus honed to informing the desired 
outcomes of this research. Cohen, Manion and Morrison (2011) suggest that 
the responsible educational researcher needs to provide an informed way of 
looking at existing issues, however Brennan and Teichler (2008) warn against 
the immediacy that can drive HE research as solutions to problems are 
sought. By making a contribution to the debate on HE policy and practice, 
this research can provide evidence as to what is impacting HEIs and offer 
possible solutions. In this context there is real pressure on HEIs to move 
forward, to provide answers and build a foundation on which the knowledge 
society can be built.  
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2.5 Possible Future HE Developments  
In 2015 some eminent academics were asked where HE would be by 2030 
(Time Higher Education, 2015). These are the replies they gave: 
In 15 years, we will have no one to teach. The professional jobs for 
which we prepare students will be done by intelligent machines. 
(Eric Cooke, retired senior tutor from the Department of Electronics 
and Computer Science, University of Southampton) 
The pedagogic pendulum will swing back towards the lecture as the 
importance of an analytical mind becomes appreciated once more. 
(Warren Bebbington, Vice-chancellor, University of Adelaide, 
Australia)  
Exams that emphasise mastery of taught knowledge will no longer be 
the primary tool for judging student performance. 
(Dan Schwartz, Dean, Stanford University Graduate School of 
Education) 
Technology has found a place in universities, but nothing significant 
has changed. 
(Steven Schwartz, former Vice-chancellor, Macquarie University) 
Devices will replace academic faculty by 2030. The concept of 
individual campuses will slowly disappear. The two-semester pattern 
will be replaced by year-round learning. 
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(Stephen Joel Trachtenberg, President Emeritus, George Washington 
University) 
We will see a form of higher education that truly values a broader 
range of characteristics than those linked to subject knowledge or 
employability skills. 
(Claire Taylor, Pro Vice-chancellor, St Mary’s University, Twickenham) 
The real game changer will be viable measures of comparative student 
learning outcomes. These will lift teaching to a status closer to that 
enjoyed by research. 
(Simon Marginson, Professor of International Higher Education, UCL 
Institute of Education) (Times Higher Education, 2015). 
 
Unsurprisingly, the central theme of these replies could be attributed 
to any HE institution: preparation for work, pedagogy, assessing student 
performance, technology as an agent of change, the changing role of HEIs. 
Indeed, just as the literature is varied and academics’ conclusions on this 
topic are diverse as evidenced by the comments quoted above), one theme 
does appear in much of what is written about HE as it transitions into the 
future, namely that there needs to be a shift in understanding higher 
education and its place in society. There needs to be a consolidation of ideas 
regarding the purpose of HE and the functions of HEIs. Perhaps before that 
shift can take place the place of HE at the moment should be considered. It is 
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the position of this study that society, HE organisations and learners must 
stop, regroup, and form a shared understanding of the values and behaviours 
that inform HEIs’ mission and vision within our societies.   
 
2.5.1 Development of HE in the UAE  
Education at all levels in the UAE is currently experiencing a period of 
significant development. Reforms have been implemented as a result of 
policy revisions, which are not only consistent with changes being 
experienced by geographical neighbours in the MENA region but which are 
also impacting education in the wider international setting. The OECD is 
instrumental in proposing change scenarios and supporting developmental 
processes that have resulted in improved access to HE in this emerging region 
(OECD, 2008, 2010, 2015).   
The literature has an overview of the connection between the 
development of human capital and economic growth. There is no denying 
that there is a strong link between these two features of societal stability, as 
argued by el Mahdi and el Khawaga (2015) when they connect improvements 
in national populations’ education levels and public sector growth in general. 
Whilst el Mahda and el Khawaga study Eastern Mediterranean countries, 
there are many parallels with the UAE given the emergent status of their 
nations. The development of HEIs and their changing mission and visions in 
both contexts (namely the Eastern Mediterranean and UAE) are reflective of 
changes happening in the external environment of society and business. 
When these factors are compared with the national goals set by the UAE 
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Government’s Vision 2021, the connections between nation building and a 
strong HE sector become evident. Bennell and Pearce (2003) suggest that 
“The internationalisation of higher education has far-reaching implications 
for the development of higher education in the developing and transitional 
countries” (p. 231), thereby strengthening the argument that emerging 
nations (such as the UAE) must understand that external factors are 
increasingly impacting the ability of HEIs to develop and grow in a sustainable 
way. 
This section provides an overview of the HE system in the UAE and 
examines the sector’s ability to provide the nation’s economy with a skilled 
Emirati workforce capable of taking the country into the future in a 
sustainable way. Meeting the strategic goals of the nation are a challenge for 
the leadership of local HEIs which are, as organisations, going through a 
period of great change as strategies are put in place to achieve the 
Government’s social development goals (UAE Government, 2010). 
Higher education in the UAE has experienced many challenges over 
the past two decades as it recalibrates to deal with the increase in size of the 
HE private sector (Burden-Leahy, 2009; Findlow, 2005; UAE National Bureau 
of Statistics, 2017). Provision from global players in the sector has expanded 
exponentially since the mid-2000s (Galal, 2007; UAE Government, n.d.), 
resulting in both private and public sub-divisions of the HE sector facing 
challenges new to education and the UAE’s HE governance. This growth in HE 
opportunities has both opened up opportunities for Emiratis while conversely 
meaning that HE is expected to provide more of the answers to a national 
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population that is not perceived to be adequately skilled to meet the needs 
of the UAE’s growing economy (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, & Harb, 
2008).  
The development of HE in the UAE is comparatively new (Hijazi, 
Zoubeidi, Abdalla, Al-Waqfi, & Harb 2008), meaning that the sector still faces 
challenges when attempting to achieve the nation’s social development goals 
(Hvidt, 2013; UAE Government, 2017; Toledo, 2013). These challenges are 
identified as being in two main areas – establishing solid links with industry 
so as to provide suitably qualified graduates while maintaining HEIs’ strategic 
direction as the leadership strives to steer its HE organisations towards 
meeting the UAE Government’s goals (Baburajan, 2011; Burden-Leahy, 2009; 
Heard-Bey, 2005; Quansah, 2017).  
HE policy in the UAE is facing a challenge in that it must evolve in a 
way that is capable of contributing to the economic and social changes that 
are taking place within the nation (Fox, 2007). Additionally, federal HEIs are 
being closely aligned to the UAE’s fiscal and policy decisions, as the nation’s 
rulers aim to refine their socio-economic development model (Litz, 2011). 
This model of strategising future economic plans is based on the impact that 
globalisation is having on the UAE as a developing nation from which HE is 
taking its lead (Pech, 2009; Wilkins, 2010).  
The UAE’s Constitution makes provision for the role of education in 
sustainable national development (UAE Government, 2018). The federal 
government has promised that education will be free for all UAE nationals. 
This pledge covers education at all levels and is the basis upon which Emiratis 
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commit to taking their education to post-secondary levels as all school 
leavers are entitled to attend one of the three federally funded HEIs (UAE 
Government, n.d.). Meeting the entry requirement is the only determining 
factor should an Emirati choose to attend the Higher Colleges of Technology 
(HCT), the United Arab Emirates University (UAEU) or Zayed University (ZU), 
the three federally funded HEIs available to Emiratis. Wilkins (2010) 
references Godwin (2006) informing us that the UAE Government’s 
commitment to education was confirmed when, in 2001, the largest single 
allocation of federal funds was for the provision of education for UAE 
nationals. This commitment to education is laudable, however there has not 
been a comparable financial commitment to the sector in many years 
(Hatherley-Greene, 2012; Hvidt, 2013; Wilkins, 2010). 
The three HEIs mentioned above – UAEU, ZU and HCT – are the public 
institutions available to Emiratis (free of charge), however there is a growing 
private sector that is fueling the growth of HE provision in the UAE. There are 
two subsections of private HE providers: 
 Owned locally, examples include:   
American University of Sharjah 
Abu Dhabi Polytechnic 
Al Ghurair University 
 Owned by foreign HEIs (also known as ‘branch campuses’), 
examples include: 
University of Wollongong 
Middlesex University 
New York University 
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 The above information is provided by the Commission for Academic 
Accreditation (CAA, 2008), a branch of the UAE Government charged with 
ensuring that all HEIs offer quality academic programmes that can be 
measured against the standards and procedures set out in the Standards for 
Licensure and Accreditation of 2011. Programmes of study are required to be 
recognised both within the UAE and internationally, and meet specific 
metrics as approved by the UAE’s Ministry of Education (UAE Government, 
2017).  
 
2.5.2 Economic Growth in the UAE 
The UAE Government has set out a desire to prepare for the declining 
importance of oil production by changing the nation’s economy to that of a 
knowledge-based economy (Nagraj, 2015; Nazzal, 2015). To that end, Vision 
2021 was introduced as a major governmental initiative as a means of setting 
out national goals for taking this nation forward (UAE Government, 2010). 
This re-ordering of national priorities is characterised further by the UAE 
Government’s policy on education (Kirk, 2010; Mohamed, O'Sullivan, & 
Ribière, 2008). This illustrates the ever-changing nature of HE in this setting 
and provides a solid background against which to situate this research.  
 
2.5.3 Protecting Culture and Traditions 
The UAE Government is charged with preserving cultural behaviours and 
traditional values juxtaposed with the national desire to take up a position 
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within the global HE sector. Illustrating the priority given to this is the ‘UAE 
Moral Education’ initiative that was recently introduced: 
Moral Education is an innovative, engaging curriculum designed to 
develop young people of all nationalities and ages in the UAE with 
universal principles and values, that reflect the shared experiences of 
humanity (UAE Government, 2017). 
This vision is based on four ‘Pillars’: Character & Morality; Individual & 
Community; Civic Duties; and Cultural Studies. Whilst this is aimed at the 
school sector, there is a drive to include Arabic Studies and Emirati Studies in 
all courses offered by The College, highlighting the delicate balance that must 
be achieved between the more traditional paradigm and the change 
philosophy that now pervades UAE education policy.   
Very little has been written about moral education and its impact on 
HE in the UAE, which the outcomes of this thesis can address in terms of 
informing practice and possibly influencing policy. This is in no small part due 
to the fact that students will be entering HEIs with this knowledge of culture, 
values and behaviours (gained in their moral education lessons in high 
school) alongside their critical content skills and knowledge (Godwin, 2006; 
Hammadi, 2016; Haukka, 2013). Taken together with the Government 
Emiratisation initiative, this positions young Emiratis to take their place in the 
workforce. As the workplace in the UAE is multinational, a national 
population equipped with a tolerant and open-minded approach will assist in 
developing HE in the UAE in a sustainable way (IIR Middle East, 2014; 
Langton, 2018). 
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2.5.4 Human Capital 
In the context of this study, human capital is concerned with the connection 
between trained human resources and the growth of education (Schultz, 
1961). This is taken to mean the need for the UAE to meet the changing 
demands from employers with a suitably skilled Emirati population. The UAE 
as a nation state, pronounced identity as being a fundamental goal for the 
national HE system (Findlow, 2005; Heard-Bey, 2005). The challenge for the 
UAE government is to lead the nation through a program of modernisation 
and human capital development, whilst managing the impact of globalisation 
and the diversification of the national economy (Al-Ali, 2008; 
Emiratisation.org, 2013) 
Academic writers have long written about the development of people 
as fundamental to the growth and development of a nation. Passaro, Quinto 
and Thomas (2018) argue that, in order to foster an entrepreneurial mind-set 
in the population, a government must recognise that risk-taking and 
innovation will not automatically emerge in the majority, therefore education 
must play a role. Findlow (2005) and Wildavsky (2010) support this view and 
add that policy makers must assume a certain responsibility in order to 
inculcate an entrepreneurial ideology in society. All of these authors have 
looked at possible connections between entrepreneurship education and 
building a nation’s human capital capacity. Jones and Punshi (2008), 
considered the UAE when they researched the impact that building towards 
the 2020 World Expo would have on human resource talent acquisition and 
development. This may seem a small event in global terms, but in the UAE 
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being awarded this event is being marketed as a real focus for government 
priorities. The issue of national identity is being superimposed on this success 
because, as Findlow (2005) argues, having a common, popular goal is 
imperative for a reconstruction of a “re-defined role” for nation states 
(p.286). Expo 2020 is driving much of the expansion in the construction and 
hospitality sectors and so cannot be separated from the UAE’s economic 
growth. The paradox will be in trying to produce work-ready Emiratis who are 
able and willing to take their place in a sustainable way in the workforce of 
the future.   
 
2.5.5 Employability 
Looking to HE’s future has attracted much debate and there is a large body of 
literature presenting possible change scenarios. These writings have a 
tendency to consider the Western view of what HE will look like in the future, 
while there is a dearth of research with a focus on the UAE (Byat & Sultan, 
2014; Hasnah, 2013).    
There is no way of knowing how global forces will manifest 
themselves with respect to the future direction of HE in this (or indeed any 
other) region, therefore, a critical view must be taken of what the 
possibilities are. An informed view must also be taken of what possible new 
factors could become part of the discourse around HE, particularly in this 
region as it strives to become part of the global economy. Buckner (2011) has 
taken a quantitative approach to exploring the debate around HE globally 
and notes that the role of government changed over the four decades she 
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focussed on for her study. As the private sector expanded, the role of the 
government changed from people-planning to strategic planning while 
shifted some of the burden for national goal attainment from the 
government itself to HEIs’ leadership. Some of this can be identified as 
characteristic of the situation experienced by the UAE’s HE sector, where 
much of the responsibility for raising the global profile of this emerging 
nation rests. Buckner along with Galal and Kanaan, (2010) and el Mahdi and 
el Khawaga (2015) have taken a wider more globalised view of HE and its 
contribution to the knowledge society, with Galal and Kanaan focussing on 
Arab countries and el Mahdi and el Khawaga looking at Eastern 
Mediterranean nations. All of these authors found common ground in that 
the role of governments continued to change in relation to HE, with Buckner 
noting the increased policy-making role of governments and the use of a 
strong HE sector to help with economic growth.   
Providing a way forward for HE is an increasingly high UAE 
Government priority as the realisation grows that providing a work-ready 
population is vital to the continued success of the country’s economy while 
this can most effectively be achieved by a continued commitment to the 
sustainable development of the HE sector (UAE Government, 2010).  
 
2.5.6 Current Issues in HE in the UAE 
From a national development point of view, the UAE is focused on economic 
diversification (Fox, 2007). Revenues from oil will gradually dwindle and new 
streams of sustainable national income must be found (Findlow, 2005; Galal, 
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2007; Oplatka, 2004). A key factor in this economic development is the access 
that Emiratis have to quality HE provision so that the need for diversification 
identified by the UAE government can be achieved (Wilkins, 2010). The 
availability of an educated population is a central premise of the 
government’s plans (Bedlawi, 1987; Litz, 2011). Post-secondary education in 
the UAE must continue to reform and to meet demands from many entities, 
including government, business and society (Hijazi, Zoubeidi, Abdalla, Al-
Waqfi, & Harb, 2008). This thesis takes the view that the strategic direction of 
the UAE Government and its ambitions to build a sustainable nation provides 
the context for the change scenario that is now evident in UAE HE. 
However, institutions in the UAE’s HE sector are having problems 
distinguishing themselves from others in the marketplace (Global Media 
Insight, 2018; Raven, 2011; Wilkins, 2010). This issue is more applicable to 
private HE providers, however public HEIs are also vying for the attention of 
the same small population (Hvidt, 2013). This has led to plans being devised 
so that expatriates could be encouraged to join the three public institutions – 
UAEU, ZU and HCT (Global Media Insight, 2018; UAE Government, Federal 
Competitiveness and Statistics Authority, n.d.). However, the social and 
cultural implications of this action are yet to be publically documented. 
Indeed, Baburajan (2011) has argued that globalisation could have an impact 
on cultural values and identity, the degree to which was still being revealed 
as noted by Bubtana (2007): “HE is expected to have the responsibility of 
preserving and protecting the national cultures and prepare individual for 
citizenship and serving that national and economic objectives” (p. 34). 
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However, according the Baburajan, this was not the situation in the 
UAE with foreign universities, through the presence of their satellite 
campuses, offering curricula that did not align with the UAE’s socio-cultural 
values. This is also true of the public HEIs as they strive to produce work-
ready graduates capable of operating in a multicultural workplace 
environment. The College’s leadership has stated that English must be the 
language of instruction while their institutions are to be marketed as being 
staffed by a multi-cultural teaching faculty. The implied emphasis is on the 
employment of Western educational professionals which results in western-
style teaching and learning materials, approaches and content being the 
norm (Litz, 2011; Suliman & Hayat, 2011; Wilkins, 2010). 
 
2.6 Concept of Identity in Higher Education  
An issue that quickly becomes evident as a thread running through much of 
the literature is that HEIs must be able to express their primary purpose. This 
includes an ability to not only state their mission (what the organisation is 
doing) and their vision (plans for future development and growth), but also to 
practice such sentiments and be able to articulate them to stakeholders. 
Ferrari and Velcoff (2006) argue that this is the central question for any HEI, 
namely, “What is the purpose of the organisation?”. This section explores the 
literature on the idea of identity as it applies to the HEI concerned. From a 
constructivist perspective, this research is concerned with the ways in which 
individual employees of an organisation construct their organisational 
identities.  
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2.6.1 Organisational Identity  
For all organisations image is important so that sustainable development 
goals can be achieved. Albert and Whetten (1985) first proposed 
organisational identity as a defined concept, arguing that the organisation 
must have a clear vision of its identity and only then is it able to deal with the 
many challenges presented. Typically organisational identity is explained as 
being the collective understanding of the organisation’s internal actors 
(Ferrari & Velcoff, 2006).  The ways in which the members of the organisation 
construct their understanding of that organisation are based on the features 
presumed to be fundamental and permanent and which distinguish that 
organisation from others (Albert & Whetten, 1985). However, the more 
recent work of Ashforth and Dutton (2002) has broadened the concept of 
identity and established connections to the unique selling point, to use the 
marketing term, or the individuality of the organisation, whereas, Altbach 
and Knight (2007) have considered the impact that both internationalisation 
and globalisation have had on the HEI over the past three decades. Clarity of 
identity underpinned by a clearly stated mission and vision within the HEI 
allows the organisation to position itself strategically in order to deal with 
challenges. Ferrari and Velcoff (2006) talk about the ability of an HEI to 
differentiate its activity from that of other, similar, institutions and suggest 
that one of the main roles of leadership when forming an organisational 
vision is to prevent the incidence of misperceptions by providing clarity. HEIs’ 
leaderships must now concern themselves with the distinctiveness of the 
given organisation. To move this on to UAE HEIs, answers must be found to 
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questions such as “What are we as an organisation?” and “What are we as a 
higher education provider?”. The use of terms such as ‘university’ and ‘higher 
education institution’ have certain connotations as claimed by Al-Yahya 
(2009) and can be very much culture based. This is where there can be a 
challenge when researching organisational behaviours and change 
management practices. In fact, Al-Yahya claims that “with increasing 
international integration and the accumulation and diffusion of knowledge, 
the influence of economic and technological factors will become stronger 
than the impact of culture” (p. 387). 
Essential to exploring organisational identity in qualitative research as 
has been carried out on The College, is an understanding of the view put 
forward by Albert and Whetten (1985) that identity is those characteristics 
which are central, enduring and distinctive to the organisation. Some scholars 
have developed the argument to include the notion that organisational 
identity should include the ways in which professional practitioners operating 
within that organisation believe others see the organisation. 
Organisational identity literature tends to discuss the shared cognitive 
views of an organisation held by internal members of that organisation (Gioia 
& Thomas, 1996). From this perspective it becomes evident that individuals 
construct identities of their organisation by viewing through a lens where the 
social world is presented in terms of a collection of characteristics coming 
together to form a particular organisation – The College in this instance.   
Al-Yahya points to the lack of current research into HEIs and their 
transformation, referencing the existing literature which claims that the 
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trend when reforming management practices is characterised by an approach 
to governance where decentralisation of administrative processes and 
transparency in information management systems is paramount to improved 
organisational performance. Romani (2009) adopts a different tact by adding 
that conflict comes about when politics is part of the debate. In the UAE the 
government is so dominant that no investigation into HE activity would be 
complete without considering the role of politics and the demands placed 
upon HEIs. Romani has focused on the Middle East and identified the UAE as 
progressive compared to the HEI sector in geographically close countries. It 
should be noted, though, that Romani has highlighted that there is always a 
danger that the lines between society, government and HE can easily become 
blurred, resulting in the image of the HEI being unfocussed. As a way of 
highlighting this dilemma, Romani poses this question: “How can reforms 
cope with the huge governmental stake in Arab higher education, and the 
concomitant constraints that Arab governments impose?” (p.4). He then goes 
on to discuss the conflicts that may arise when constraints imposed by 
government are in contrast to the stated aims of taking HE into the future.  
As far back as 1996, Gioia and Thomas (using a mixed methods 
approach to a case study) undertook research into top-level managers’ 
perception of their organisation’s image. They state that image and identity is 
externally validated when external stakeholders offer a view of the 
organisation that is positive. This is a characteristic of change management 
that is often not considered in the planning and strategising stages of 
organisational reform (Stensaker, Välimaa & Sarrico, 2012). The image of an 
 96 
organisation is, therefore, a multifaceted concept and a construct formed 
when values, beliefs, attitudes and behaviours come together to form the 
combined view of members’ shared belief regarding the question – who are 
we as an organisation? (Gioia & Thomas, 1996). It should be noted that 
Identity related discourse was most likely to be observed juxtaposed with 
profound organisational experiences of the internal actors. Perceptions of 
identity can be held by both internal and external stakeholders and is not 
necessarily the same identity depending on what given stakeholders want 
from the HEIs operating within their society. Once again, the work of Albert 
and Whetten (1985) is referenced in this work when Gioia and Thomas ask us 
to try to make sense of the concept of identity, suggesting that leaders of HE 
organisations need to be aware of the complexities of change. Albert and 
Whetten go on to argue that it is possible for identity to remain a constant 
when change takes place. Making a conscious note (in governance terms) of 
the external perception of the given HEI is therefore essential to the 
successful transition of the organisation and, as Gioia and Thomas (1996) 
suggest, must be followed by a plan to measure the image so that this 
dimension of the transformation process is quantifiable and can be 
strategised along with other institutional activity in the change process (Kirk 
& Napier, 2009; Stensaker, Välimaa & Sarrico, 2012).  
 
2.6.2 Interpretations of Identity in Higher Education  
The challenge when discussing organisational identity is to be aware that 
when framing identity from the perspective of an internal actor (or collection 
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of internal actors), that subjectivity is inherently a factor (Albert & Whetten, 
1985). Questions therefore arise as to “who is able to (or allowed to) specify 
the organisation’s identity?”. This does not take away from the organisation 
members’ ability to construct an identity of the organisation, however wider 
role related projections of the organisation’s identity, for example by the 
marketing professionals, should be recognised as being a factor (Gioia, 1998; 
He & Brown, 2013). 
Exploration of the literature reveals that there is a growing interest in 
‘identity’ as a feature of HEIs’ development as organisations striving to prove 
their uniqueness in an effort to meet management-prescribed recruitment 
and marketing targets. There has been debate as to the status of HEIs and 
what happens when changes of name or mission take place (Stensaker, 
Välimaa & Sarrico, 2012). What this means in terms of HE in general is 
unclear and the debate is still unsettled, however Marginson (2007) discusses 
the conflict that is taking place within many HEIs as they struggle to navigate 
stakeholders’ expectations. The challenge of meeting diversification targets 
as well as increasing one’s position in rankings tables so that global 
competitiveness is assured is, as Marginson states, stretching the managerial 
capabilities of many institutions. A counter argument is put forward by 
Trowler, Hopkinson and Comerford Boyes (2013) when they dismiss much of 
the commentary that claims HEIs are slow to change, and state that 
historically HEIs have proven to be capable of adapting and indeed their very 
survival is evidence of this. Identity changes are, as Marginson (2007) posits, 
usually set according to context and are capable of being crafted to meet the 
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given organisation’s changing mission and vision. However, the danger as 
identified by Marginson is that, whilst an organisation’s identity should 
endure over time, there must continue to be a focus on its core activity. This 
determines its “distinctive character” (p.118) and marks the point from which 
change takes place.  
Albert and Whetten (1985) posit that an organisation’s identity is intertwined 
with the mission and vision of the organisation and whilst those strategic 
creations may be reinvented over time, essentially the identity of the 
organisation remains largely constant. From this position is should be 
reinforced that the identity of the organisation (even at the individual level) is 
a social construct derived from repeated interactions from other actors 
operating within the organisation (Ferrari & Velcoff, 2006; Gioia, 1998; Gioia 
& Thomas, 1996). 
Much of the available literature points to significant developments in 
the HE sector over past decades, claiming that such changes relate to 
governmental policy decisions and are a reaction to changes in the global 
environment, with economics, accountability and governance the most 
significant factors identified (Silver, 2003; Sarker, Davis, & Tiropanis, 2010). 
However, knowing the identity of the organisation is, as Kez and Eckel (2000) 
suggest, paramount to the successful implementation of change.   
Organisational identity is a complicated phenomenon that can be 
varied according to the context in which it is expressed (Gioia, 1998). It 
should be noted that acknowledging identity as being socially constructed, 
leads us to question if understandings of identity, as perceived by 
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organisational members, can change with interpretations. The basic elements 
of organisational identity (central, enduring, distinctive) need to be 
understood so that the changing characteristics of modern organisations, 
modern HEIs in particular (Ferrari & Velcoff, 2006; He & Brown, 2013. To 
accept the enduring nature of identity without question could result in 
limitations being placed on changes to organisational strategy. 
 
2.6.3 Identity of Higher Education in the United Arab Emirates  
In order to understand the need for educational change in the UAE and the 
speed with which it is taking place, there is a need to situate the reforms in 
the context in which HE operates within this society. Whilst this study is not 
concerned with the purpose of education as such, it is vital to the validity and 
robustness of the research findings that clarity is provided regarding HE and 
how it is viewed by government and society, thereby making reliable 
connections. The HE human capital model espoused by those authors such as 
Becker (1975) is one of the foundations of this study as is the Vision 2021 
policy which is a vital framework in which this research takes place (Vision 
2021, 2010; UAE Ministry of Cabinet Affairs, 2010). 
Marginson (2007) argues that it is easy to identify that in the UAE 
external factors such as rankings and accreditation are now given 
prominence in a way that, and if not managed effectively, can impact 
negatively on the development of the given organisation, in this case The 
College. Policies, Marginson suggests, can be driven by the desire to improve 
rankings or to meet accreditation objectives. The UAE Department of Higher 
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Education’s Commission for Academic Accreditation continually measures 
and reviews HE practices and in 2011 issued Standards for Licensure and 
Accreditation, demonstrating the UAE Government’s commitment to setting 
quality standards (benchmarked to international standards) which must be 
met in order to receive the operating licence required for programme 
accreditation (CAA, 2008).   
The UAE leadership has articulated that the future prosperity of the 
nation is dependent on developing the skills of its population while HE has 
been prioritised as a method of achieving Government goals. However, this 
has resulted in many and varied changes taking place and reforms being 
initiated over the past few years. The resultant uncertainty has manifested 
itself in a multi-faceted approach to organisational change, where HE’s role 
and purpose in general and in The College in particular is not clear to those 
operating within the latter organisation. An aim of this study is to explore 
possible reasons for this dilemma.  
It is reasonable that the lack of understanding as to the identity of The 
College impacts the functioning of the organisation and blurs the lines 
between the strategies set out by the leadership and the purpose of the 
individuals operating within it. Kirk (2010) and Kirk and Napier (2009) posit 
that without clarity as to strategic direction, HE will struggle to fulfil the role 
that has been identified by the UAE Government as being the remit of HE in 
this context.  
Irvine, Code and Richards (2013) and Keenan and Marchel (2007) 
stress that skills development must be a HEI’s focus in taking economies 
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forward. This is particularly pertinent to the UAE where there is a strategic 
change of economic direction (Vision 2021, 2010). This could, in some way, 
explain the lack of clarity (perceived or actual) in relation to evolving 
identities of HEIs in the UAE (Lightfoot, 2011; Wilkins, 2010). Taking this 
concept further, Kirk and Napier (2009, cited in Zajda, Daun, & Saha, 2010) 
point to the challenges faced by the UAE when placing traditional social 
values alongside economic goals. Al-Ali (2008) takes this argument further 
and includes the UAE Government’s Emiratisation initiative as having a remit 
to place the responsibility for establishing a measurable connection to the 
success (or otherwise) of economic and social outcomes stretching across 
different sectors of the UAE’s economy (Pech, 2009; Raven, 2011). 
However, Mazawi (2002, 2008) argues that there is a need for caution 
when attributing responsibility for economic development and growth to 
HEIs and their mandates. Confusion as to identity, role and purpose can, and 
often is the result of such expectations of HE, especially in emerging nations 
such as the contemporary UAE (Mirghani, O'Sullivan, & Ribière, 2008).    
 
2.6.4 Culture and Influence  
To reiterate the high priority of culture in UAE society and the importance of 
it throughout this thesis, it is important to include a discussion of power 
dynamics in change processes.   
Al-Yahya (2009) discusses organisational behaviours and values as 
reflecting those of society, noting that this is especially true of Arab nations. 
The intrinsic link between identity and organisational characteristics, 
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according to Al-Yahya, is one of the challenges facing leaders when engaged 
in a process of change. Indeed, He and Brown (2013) go further when they 
underline the dangers of the “predictive powers” (p.7) of defining identity in 
too casual a way, but do stress the fact that environment is a factor when 
setting an organisation’s identity. Al-Haddad Kotnour (2015) suggest that in 
order to be successful when aligning change processes with desired 
outcomes, consideration must be given to the type of change planned for a 
given HEI, taking into account the complex relationship between leadership, 
practitioners and learners. The complexity of the HEI is layered in such a way 
that an understanding of all aspects of organisational activity must be 
explored so that the actors within may be understood (Alnaqbi, 2016). It is 
important to note that the place of the learner is often missed from the 
debate on transforming HEIs, with Pennington (2014) and Haukka (2013) 
making this point forcefully and providing examples of the ways in which a 
solid educational experience is dependent on the learners being given equal 
attention when considering relevant factors in the transformation process.  
How this links to power and culture is that, in order for The College to 
reform its practices, all participants need to buy into this change (Al-Yahya 
(2009). In addition, identity needs to be a focus when reshaping the HEI, 
particularly in this context and point in time, therefore The College’s 
programmes of study might be revisited in response to demands from 
employers. Although socioeconomic development has taken place in the UAE 
at an exponential rate, at the heart of its culture is a hierarchical approach to 
grouping of people, culturally, organisationally and societally.   
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There is much written about power structures in Arab society (Al-
Yahya, 2009; Thompson & Wissink, 2016). However, when discussing the 
UAE, and as Hijazi, Zoubeidi, Abdalla and Harb (2008) argue in their 
descriptive analysis of the HE landscape, the ability of graduates to work with 
other nationalities is a measurable strength that employers report when 
analysing workplace performance. Conflict can come about when power 
plays become evident and this is where UAE HE is typical of the workplace in 
general. Jones and Punshi (2008) discuss other peculiarities in this setting, for 
example the governmental push to reshape the UAE’s workforce by 
introducing initiatives such as Emiratisation. This could impact the workforce 
by causing an imbalance in power structures as Emiratis will always enjoy a 
position (supported by government policies) that other nationalities do not. 
This research argues that the study of HEIs’ identity should be 
considered from three angles. Firstly, there is the wider, global aspect of HE 
development, namely the globalisation and massification of the HE sector; 
secondly there is the national drive by governments and societies to demand 
more of their HEIs by way of strengthening economic outcomes; and thirdly, 
locally HEIs are reforming at a rate untypical of the education sector. Gioia 
and Thomas (1996) have identified challenges in relation to organisational 
change and identity when they studied behaviours within HEIs. When 
researching the UAE, the paradox is that HE in this setting is increasingly 
expected to adapt to global issues (by both society and government) whilst 
recognising the importance placed on community and culture which is 
characteristic of the local Emirati, Arab culture.   
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2.7 Theoretical Framework  
Establishing a framework allowing for analysis of the complexity of these 
factors as they impact UAE HE was a challenge given the nuances of this 
context. Constructing a proposed model for change emerged as a practical 
outcome to this practitioner-based research and was built on the work of 
Lewin (1951) and Burke and Litwin (1992) while Clark (1983) provided a 
framework permitting a wider view of the complexities of the UAE HE 
environment, thereby allowing this research to understand the latter’s 
changing nature by comparison with the global situation. 
 
2.7.1 Change Models of Lewin (1951) and Burke and Litwin (1992)  
This thesis argues that fundamental change is required in The College so that 
the change taking place at all levels and in all functions can be 
accommodated. As the research focusses on global factors impacting The 
College, an external view of change needed to be recognised as being 
fundamental to this research addressing gaps in the literature. From this 
perspective, many change theories that could inform this research were 
considered, however Lewin (1951) and Burke and Litwin (1992) emerged as 
the models that could be most effectively applied to researching The College 
in its current context. 
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2.7.2 Lewin’s Change Theory (1951)  
Lewin’s model of change is a 3-Step process which allows for a fundamental 
change process to take place with minimal disruption to organisational 
operations, meaning that change can be imbedded permanently.   
Kurt Lewin considered group dynamics, action research and the 3-step 
model of change as an integrated method used when considering planned 
change. These elements are often viewed as individual aspects of 
organisational change (Schein, 2010), however Lewin intended that all these 
elements of his work were interconnected and necessary to understand the 
need for change (Schein, 2004). Lewin considered change from all levels – 
individual, group, organisation and society. Indeed, the 3-step model of 
change created by Lewin (1951) is used in this research to support the view 
that change is complex and must be understood from an organisational and a 
human resource point of view. As The College implements change, all aspects 
of the organisation must be considered so that sustainable change can take 
place (Crossley & Tikly, 2004; Schein, 1996; Weber 1998).   
The main aim of Lewin was to identify areas of potential social 
conflict, then to provide solutions in a way that allowed for behavioural 
changes (Schein, 1996). He considered his work suitable for application to not 
only organisations but also to the wider society. While societal change is 
outside the scope of this study, it is important to understand that this 
philosophy underpins the work of Lewin (Raven, 1999). In this way, the 
flexibility of Lewin’s model (Kanter, 2003) can be explained as being useful to 
this research considering the unique nature of HE in the UAE. This flexibility is 
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particularly useful when studying The College as the organisation transitions 
and redefines its mission and vision to accommodate the changing priority 
being given to federal HEIs (Waxin, 2016).  
Lewin saw the change process as not merely an organisational issue, 
but also set out to understand change as an integrated approach to bringing 
about transformation at the group, organisational and societal levels (Lewin, 
1947). His 3-step process involved analysing and understanding individuals, 
groups, organisations and society as interconnected entities working 
together to produce sustainable change (Burnes, 2000; Raven, 1999). Lewin 
designed his 3-step change process from the point of view of its 
interrelatedness with the other concepts which comprised his planned 
approach to change, namely Field Theory, Group Dynamics and Action 
Research (Schein, 1996). However, Lewin’s change theory has been criticised 
as being outdated on the basis that it is too simplistic (Kanter et al., 1996), 
not suitable for radical change (Pettigrew, 1979), or that it fails to adequately 
consider differences in value systems and hierarchical structures (Bargal & 
Bar, 1992). Notwithstanding this, the work of Lewin remains one of the most 
respected change-related theories particularly as this model is based on a 
solid foundation of research, theory and practice (Kanter, 2003; Kanter, Stein, 
& Jick, 1992). 
The first stage of Lewin’s model prepares the organisation for change, 
the second change phase is where new practices and behaviours are 
implemented to support the change vision, while stage three is when all the 
elements of change are internalised and new norms emerge. This approach 
 107 
informs this study by providing a lens through which to consider possible 
ways for The College to implement change as there is a phased process when 
each stage is defined. This allows for planning to take place in a cohesive way, 
one which is easily explained to all individuals and groups involved. 
Evaluation, feedback and participation are all factors inbuilt into this process. 
The focus on employees’ involvement made this a particularly relevant model 
as the context of The College and the tendency towards a given leadership 
style means that much is dictated rather than negotiated.  
Lewin’s transitional change model focuses on helping employees 
understand why change is necessary and, if implemented with this 
philosophy in mind, would allow for The College to transition in a non-
threatening way. From this perspective, the model has the propensity to 
fundamentally inform this research. 
 
2.7.3 Burke and Litwin’s Change Theory (1992)  
The change model put forward by Burke and Litwin depicts transformational 
change in response to external factors impacting the organisation. The 
impact on mission, strategy and leadership are features to be considered 
when implementing this theory of change. As this study is focussed on 
globalisation impacting The College, any research looking to make a 
meaningful contribution to the field must consider the impact of external 
factors. Therefore, the theory as posited by Burke and Litwin is an ideal base 
on which to place this research and upon which to build recommendations 
and offer solutions.   
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The Burke-Litwin model is based on the view that organisational 
change is driven by external factors. The model put forward by these two 
authors is based on identifying external elements that are judged to have 
impacted the organisation, and then measuring the impact of each driver of 
change. In addition, Burke and Litwin’s change model focuses considering the 
interactions between external change factors and the ways in which these 
factors relate to each other during a time of change, and then make 
connections to employee performance. Adopting this attitude to external 
issues should allow The College to implement change in a way that that is 
seen to be holistic. From this perspective, the model has the ability to inform 
this research from a perspective that can be combined with the model of 
Lewin. 
 
2.7.4 Combining Lewin (1951) and Burke and Litwin’s (1992) Change Theories  
As the aim of this research is to consider globalisation and its impact on The 
College, consideration needed to be given to both internal and external 
issues affecting the institution as it reforms. Silverman (2010) tells us to 
continuously make connections between data and to follow a process of data 
analysis and synthesis; it became evident that no single existing model could 
inform this research. No one model was considered to be applicable as the 
complexity of the organisational change process in this context must include 
the effect change would have on the wider cultural and societal expectations 
of an HEI operating in this culturally sensitive environment. In addition, this is 
an emerging nation in a state of transition, therefore the rate of change in 
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The College is expected to parallel the state’s changing needs (UAE 
Government, n.d.). Therefore, a search of the literature included change 
theories which could effectively be combined, thereby producing a set of 
recommendations that would take into account The College’s internal and 
external environments. This led to the decision to combine the models of 
Lewin (1951) and Burke and Litwin (1992). 
 
2.7.5 Clark’s Triangle of Coordination (1983)  
Burton Clark in 1983 presented a model of HE, the main components of 
which must come together to provide a sustainable HE system. It is argued in 
this research that an HE system is based on the successful amalgamation of 
the action of bureaucrats, politicians and professional academics.  
Clark provides a model which considers the complex relationship that 
exists in HE operations between the state, the market and academic 
oligarchy. Indeed Clark’s ‘triangle of coordination’ (see Figure 2.1) locates 
these three forces within a dynamic structure that allows for an 
understanding of the ways in which academic systems and activities are 
determined by the actions and interactions of a variety of stakeholders, a 
model which has been influential in the study of HEIs, particularly given its 
flexibility when considering the changing relationships characterised by HEIs 
as evolving entities, both in a global and UAE context.  
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Figure 2.1: Clark’s Triangle of Coordination (1983) 
 
 
This research uses Clark’s triangle of coordination as a means of 
informing the study. After surveying the literature, this framework of 
categorising themes emerging from the data, proved to be the most useful in 
terms of constructing a backdrop against which to present the findings. In 
this way, explaining the UAE’s HE system is given a structure that allows for 
analysis of the findings to be clearly presented in a way that applies a proven 
model. Salazar and Leihy (2013) talk about the need to consider national HE 
systems in terms of the extent to which interaction between government 
(state authority), professional practitioners (academics) or external forces 
(market) move along the axis set in the triangle of coordination. This is 
particularly pertinent in the UAE’s contemporary HE sector as the nation and 
its HEIs transition from being completely state-controlled to a global player in 
economic terms.   
Market
State
Academic Oligarchy
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There are critics of the triangle, saying that the model is from another 
time and does not take into consideration the contemporary influence of 
global factors on HE activity (Jongbloed, 2003). However, this study believes 
that this is the very reason Clark’s model is useful in understanding HE in this 
setting. The UAE is a very new nation and therefore the HE sector is evolving 
and responding to external (i.e. global) factors in a way that is 
uncharacteristic of other contexts. In addition, van der Wende (2001) points 
out the supposed weaknesses of the model and goes on to describe her 
rationale for the inclusion of globalisation and internationalisation into 
Clark’s triangle.  
This is where this study can be situated, by contributing to the 
discussion regarding HEIs in the UAE. As van der Wende states, it is important 
to understand HE within its national context. Van der Wende also takes the 
view that internationalisation is increasingly influencing educational policy, 
with governments and HE institutions needing to be cognisant of their impact 
in their particular context: 
Whereas political, cultural and academic rationales have driven 
internationalisation over the last decades, now, increasingly economic 
rationales play a role. This may involve institutions generating income 
from international activities, but national-level economic arguments 
are also at stake (p. 250). 
This reflects the context of The College as the leadership strives to produce 
results in ways which will satisfy the Government’s desire to grow the 
economy. 
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Clark (1983) offers a panoramic vision of the factors impacting The 
College according to the data on which this thesis is based, while Lewin’s 
model gives a wide view of the change process (likening the process to a 
block of ice which is melted, moulded and then reshaped), whereas Burke-
Litwin operates at a more focussed level as they look to identify external 
factors driving change. Taken together, for the purposes of this research, the 
work of Lewin and Burke and Litwin was used as a perfect foundation upon 
which to build a customised model which is both realistic and achievable. 
Such an approach would allow for this research to be informed from a dual 
aspect point of view, meaning that both the internals to The College could be 
considered for change as could the external factors impacting the 
organisation. The model illustrated in chapter 5 (Figure 5.1) is the result.  
 
2.8 Summary 
Reviewing the literature for this research has revealed that there exists a 
complex interaction of elements influencing the UAE’s HEIs as they transition 
to become members of the global education sector. These elements include: 
globalisation, cross-cultural issues, change processes; advances in HE and the 
concept of identity in HE, all of which are contextualised in terms of HE issues 
globally.  
The main challenge for this type of research is to source literature 
that is relevant to the UAE. The available literature tends to describe the UAE 
in the context of other regional settings, for example the Gulf Cooperation 
Council (GCC) or the Middle East and North Africa (MENA) region. Finding 
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literature that is relevant, up-to-date and focussed on UAE HE has been 
problematic, however, this has highlighted a gap that this thesis hopes (in 
part) to address. Fox (2008) and Fox and Hayward (2010) have much 
experience in this context and have noted this lack of research relating to HE 
in the UAE.   
The work of Clark (1983) is a useful framework based on which to 
consider and synthesise the influences impacting The College as the ‘triangle 
of coordination’ suggests that shifts within HE systems can be understood 
when one appreciate that the relationships between the market, state and 
academics are ever evolving in response to the prevailing conditions. Indeed, 
the change models of Lewin (1951) and Burke and Litwin (1992) offer a 
context that considers all aspects of change. From both a transitional (Lewin) 
and a transformational (Burke and Litwin) point of view, by taking into 
consideration internal and external factors, the change theorists provide a 
suitable framework in which to situate this research. 
As part of the findings of this thesis, a model is developed which 
incorporates the elements of the above change models which is more fully 
described in Chapter 5. 
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CHAPTER 3:  METHODOLOGY 
 
This chapter focuses on positioning this thesis in relation to existing research 
paradigms while discussing the methodological foundations of this research 
and explaining the assumptions on which the inquiry was based.  
The chapter begins by outlining the approach selected to explore this 
topic and offers an account of the importance of context within this 
particular setting (Spencer-Oatey, 2012). A description of the site in which 
the research took place is then given alongside a description of the 
population sample selected for interview and a justification for the same 
selection.  
The chapter then describes the research methods used and validates 
the choice of a qualitative approach as this is practice-based research (Braun 
& Clarke, 2006; Crotty, 1998). Given the context’s nuances (King, Marginson, 
& Naidoo, 2011), the importance of these contextual details are mentioned 
throughout the chapter and are linked to each part of the research process in 
order to emphasise the research environment’s specifics. Details are given 
that support a qualitative, semi-structured interview approach to data 
collection (Creswell, 2007; Denzin & Lincoln, 1998; Patton, 2002). An 
explanation is given for exploring the perceptions of actors operating within 
the HEI under study. Then, the method is justified in terms of providing new 
knowledge on the topic of the ways in which globalisation is impacting the HE 
sector in the UAE (Brennan & Teichler, 2008). The data analysis section 
outlines the choice of a narrative style of presenting participants’ perceptions 
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drawn from semi-structured interviews. Reasons are given for the use of 
thematic analysis and an explanation is offered as to why this was considered 
to be the most suitable way of answering the research questions.  
The positionality of the researcher is the next section of the chapter, 
providing an explanation as to the relationship between the researcher and 
the participant and the role of the researcher (Croty, 1998). The pertinent 
issues concerning being an insider researcher in this unique setting are 
outlined (Al-Makhamreh & Lewando-Hundt, 2008; Unluer, 2012). The chapter 
then details trustworthiness and reliability issues that are inherent in this 
type of research, particularly in a context such as the UAE (Hijazi, Zoubeidi, 
Abdalla, Al-Waqfi, & Harb, 2008). The ways in which research rigour was 
ensured so that a full and informed understanding of the topic could be 
constructed is outlined in the section on triangulation (Kvale, 1995; Patton, 
2002). An explanation of the relevant ethical issues concludes the chapter 
with specific mention of the access challenges encountered in this 
environment and why this cultural setting has certain peculiarities that 
impact on this research project (AlNaqbi, 2016; Brennan & Teichler, 2008; 
Bubtana, 2007; Hasnah, 2013).   
 
3.1 Approach 
This is a qualitative, exploratory study that attempts to uncover the 
perceptions of those operating within one HEI in the UAE regarding the 
impact globalisation is having on that organisation.  
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The research questions are approached using an interpretivist 
paradigm (Willis, 2007), based on the assumption that an understanding of 
reality is inevitably socially constructed (Crotty, 1998). This research takes the 
view that social artefacts such as culture and language influence 
understandings of reality as individuals seek to interpret their surroundings. 
Thus allowing the researcher to “make sense of (or interpret) the meanings 
others have about the world” (Creswell, 2009, p. 8).  
From a social constructivist perspective, this research will at times 
address the processes of interaction between individuals in shaping their 
understandings, which is important in this context as the professional 
practitioners interact with each other, other practitioners and documentation 
in ways that will combine to form their understandings of their professional 
environment (Lincoln & Guba, 1985, 2000). Also important to answering the 
research questions of this study is to recognise that the culture and 
experiences of the researcher will influence interpretations made of 
participants’ culture and experience (Creswell, 2009; Crotty, 1998; Neuman, 
2000). To understand the issue under study from the perspective of the 
participants, it is important to recognise that reality may be experienced by 
different social groups in different ways. Therefore, this study takes the view 
that an understanding must be built as to the relationship the participants 
have with the issue under scrutiny as they have experienced it. Also, there is 
an awareness of the fact that the researcher may have experienced the issue 
in different ways to the participants (Crotty, 1998; Marton, 1981). 
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Such an approach is concerned with understanding the ways in which 
globalisation is impacting HE in the UAE an issue which impacts different HEIs 
in different ways (Barnett, 2004; 2009).  The focus on one HEI allows this 
study to explore the various ways in which individual practitioners, operating 
in the same professional environment, experience this phenomenon. It is 
hoped that by providing an understanding of the impact of globalisation on 
The College will allow other professional practitioners, other researchers and 
HEI leaders in this context to benefit from a focused study on this global 
issue.  
Qualitative research is most suited to exploration of issues, Glesne 
(2011), particularly as the individual stories are expected to be elicited 
through responses to probing open-ended questions. Cresswell (2013) tells 
us that qualitative research is an appropriate research method when the 
issue being studied is in a specific context (Barnett, 2014; Kvale, 1995). Given 
that one HEI in the UAE is the focus of the study, this approach is considered 
appropriate to fulfil the requirements of this research. By concentrating on 
one organisation – The College – there is a unique opportunity to consider 
the individual experiences, influences and views (Glesne, 2006).  
The response of The College to government initiatives such as Vision 
2021 has been to engage in restructuring in a way that has meant that the 
multi-cultural context of this organisation has had to deal with much 
readjustment (UAE Government, 2010). Perceptions of internal actors is the 
focus of this study and from that standpoint, comes the need to recognise 
the importance of the multi-cultural aspect of the operating environment 
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(Pelzang, & Hutchinson, 2017; Schimmack, Oishi, & Diener, 2005). For 
example the change in leadership of The College has meant that decisions, 
actions and strategies for reshaping the organisation have had, 
unsurprisingly, various interpretations placed on those decisions, actions and 
strategies from those professional practitioners operating within the 
organisation. The intentions of the leadership, as perceived by the 
practitioners, is another aspect of this study in building an understanding of 
perceptions and the ways in which cultural backgrounds influence individuals’ 
understandings of their environment. Cultural backgrounds of participants 
cannot be ignored in this study as a framework for understanding 
perceptions (Hofstede, 1984; Riel, 2010). 
The approach described here was selected as being the most effective 
way to address the research questions and to provide useful insights for 
practice. There are three reasons for this approach. Firstly, and as mentioned 
in the previous two chapters, the researcher has a personal interest in 
exploring and understanding the perceptions of others in an attempt to 
answer the main research question: What is the understanding, of internal 
actors within The College, of global issues impacting higher education? This 
question developed into the following sub-questions: 
According to professional practitioners’ perspectives 
1) In what ways is globalisation driving change within The College?  
2) What educational policy changes nationally are identified as 
having resulted from globalisation? 
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3) How have these policy changes been received at The College 
level? 
4) What are the implications for practice? 
  
The second reason why this methodology has been adopted is that a 
thorough reading of the literature revealed little evidence to show that this 
approach has been employed as a means of exploring practitioner 
perceptions of the future directions of HE within regional HEIs. Therefore, 
this research is able to exploit gaps in the research on the UAE’s developing 
HE landscape. Qualitative research methods provide the human perspective 
of issues by providing a way in which values, behaviours, beliefs and 
relationships of different individuals can be revealed (Creswell, 2014).   
Thirdly, there is an opportunity to reveal new ways of knowing, 
thereby identifying problems and shaping questions in this area of research. 
A comprehensive search of the available research literature failed to provide 
an up-to-date picture of the interpretations of professional practitioners 
within one HEI regarding the global forces impacting on a given organisation 
as it explores possible future directions.  
Maintaining the integrity of any research whilst simultaneously adding 
to existing knowledge is dependent on using a methodology that is capable of 
withstanding scrutiny by the wider HE environment (Oliver, 2003; Silverman, 
2010). Therefore, it is important to remain focussed on the aim of the 
research, which in qualitative terms is to explore reality and to construct or 
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re-examine theory. Being ever mindful of the context is, as Al-Makhamreh 
and Lewando-Hundt (2008) advise, vital in practice-based research. 
 
3.1.1 Theoretical Perspective 
Having considered different theoretical perspectives on which to base this 
study, social constructivism emerged as a pertinent way of understanding the 
‘nature of reality’ given the unique conditions of this context (Bandura, 2001; 
Draper, 2013). With origins in sociology, this theory of knowledge,  
as Crotty (1998) suggests, provides a framework within which to study 
individuals as they seek to understand their environment. Social interaction – 
the conduit shaping values and behaviours – is the founding principle of this 
research study. This is achieved by investigating and interpreting the 
subjective nature of individuals’ understandings of global forces impacting 
their environment (Altbach, Reisberg, & Rumbley, 2009; Altbach & Knight, 
2007).  
 
3.1.2 Social Constructivism       
Identified as related to the post-modern era in qualitative research, social 
constructivism should not be confused with social constructionism. Whilst 
both originate from the same paradigmatically sound standpoint (Buzan, 
2004) the former applies to a more cognitive framework, the latter to the 
more physical way individuals come together to collaborate and create 
realities.  Social constructivism is where the individual constructs their own 
way of knowing based on experiences and perspectives, whereas social 
 121 
constructionism applies to the ways in which society and social phenomena 
are created, interpreted and normalised by individuals (Moses & Knutsen, 
2007).  
 
3.1.3 Origins of Social Constructivism 
Vygotsky (1962, 1978) Piaget (1969), Gagne (1987), Bandura (1977) and 
Bruner (1960) are the names most associated with this social constructivist 
paradigmatical attitude towards learning. Taking this model and applying it to 
the context of this research, people are considered as learners in whatever 
situation they find themselves, that is to say as professional practitioners, 
and explores how they, as individuals, have absorbed the social and 
organisational influences of their particular setting. 
Social constructivism provides a particular lens through which we can 
view globalisation, allowing us to interpret globalisation in ways pertaining to 
context, leading us to ask specific questions (Moses & Knutsen, 2007). Two 
ways in which social constructivism can inform this research are: 
1) a critical view can be taken of the discourse around globalisation 
as it applies to HE;  
2) an understanding can be formed of the intangible aspects of 
globalisation. This allows internal actors in The College to gain an 
understanding of the complexity of the concept of globalisation – 
to construct an informed view of their individual perceptions of 
reality. 
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This study takes the view that a social constructivist lens helps to 
strengthen globalisation discourse by focusing on the potential for change 
rather than the inevitability of global processes (Lincoln & Guba, 2000). 
As this study is to make connections between the process of 
knowledge acquisition by individuals and ascertaining how they acquired that 
knowledge by probing their perceptions. Once again context must be 
mentioned as a salient factor in any research taking place in this setting. 
Bandura (2001) supports the work of Deakin-Crick, Broadfoot and Claxton 
(2004) regarding context as a fundamental consideration in any research: the 
importance of society and its influence in the UAE cannot be overstressed. 
The Forward to this thesis further explains the intricacies and nuances of this 
particular setting and provides clarity as to why culture – both as an 
institutional and a societal factor – is a main thread running through this 
thesis (Byat & Sultan, 2014). A culturally sensitive approach must be taken 
when engaged in research in this context. All aspects of research, from data 
collection to data dissemination to differences in understandings of language 
(terminology, use of individual words, phraseology) must be uppermost in 
the mind of the researcher at all times during the process. 
Social constructivism contributes to our understanding of 
globalisation in significant ways. To begin with and most pertinent to this 
study is the emphasis on culture and cultural understandings that 
globalisation introduces to a society (Rizvi & Lingard, 2000). Especially 
pertinent in the context of this study is the perceived impact of globalisation 
on HE activity (Marginson & Rhodes, 2002). Also important is the 
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development of an understanding of the impact of globalisation on 
leadership so that this study can take an informed view of power structures 
within society (Rizvi & Lingard, 2000; Wilson, Metcalfe, & Mimouni, 2011). 
Building such knowledge is especially applicable to this study as the power 
structures of both The College and of the government are fundamental to the 
perceptions of the participants as they attempt to understand their 
experiences in their professional world (Orr & Hauser, 2008). To critically 
examine the various systems of meanings when studying globalisation in this 
context is crucial to providing a deep understanding of the context in which 
this study takes place (Altbach, 2006). Lastly, in a wider sense, social 
constructivism allows us to identify and debate the legitimacy of global 
governance and the effectiveness of that governance. In this study, power, 
control and leadership are to be considered as a framework within which to 
place HE activity. This is especially apposite in the unique context that is the 
UAE. 
 
3.1.4 Assumptions 
As an interpretive framework within which to study a problem or set of 
circumstances, social constructivism allows individuals to reflect on their 
world. Cohen, Manion and Morrison (2011) stress the need to place research 
within a suitable framework so as to strengthen and legitimise the approach 
adopted which supports investigation into a given phenomenon. Thereby, 
selecting a theory that provided a backdrop to shaping new knowledge as 
envisioned at the beginning of this research project was of paramount 
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importance. Identifying and understanding change factors and considering 
the effect of certain changes at a moment of ongoing transformation within 
the organisation was a test of the researcher’s knowledge of the UAE’s 
evolving HE environment. How to isolate elements of change and then to ask 
individuals to consider the impact was something of a challenge as the 
practitioners were living the change and the researcher, early on in the 
interview process, became aware of how quickly change becomes normal 
(Kezar & Eckel, 2000; Kirk & Napier, 2009; Wenger, 2000).  
 
3.1.5 Limitations of Social Constructivism 
Individuals are always part of a larger group which provides a framework for 
knowledge to be socially constructed (Crotty, 1998). However, the knowledge 
we have about our world is subjective as it is inevitably filtered by individuals 
as they construct their own understandings of their environment (Crotty, 
1998; Weber, 1977).  
Interpreting the world of human interaction, namely the social world, 
is dependent on understandings of that world and the ways in which 
individuals assign meaning to the actions and behaviours of themselves and 
others (Fearon & Wendt, 2002). As a qualitative study, this research looks at 
globalisation as a contextualised social phenomena, and asks individual 
professional practitioners to interpret their experiences which they present 
according to their world views (Deakin-Crick, Broadfoot, & Claxton, 2004).  
However, social constructivism cannot present the social world as a 
given (Cupchik, 2001), in other words it does not exist independently of the 
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thoughts and behaviours of the people involved. In terms of qualitative 
research, this means that the researcher must design a methodology that 
elicits data in the form of individual participants’ stories in relation to their 
understanding of their world (Bandura, 2001; Buzan, 2004; Draper, 2013). 
Neither can social constructivism provide rules, laws or artefacts as is 
possible with other forms of research (Cupchik, 2001). This presents a 
challenge as research findings are meaningful only when understood in 
context. They (i.e. the findings) are processes which must be understood 
against a social background (Lincoln & Guba, 2000). Outcomes of social 
constructivism cannot be measured in exact terms using tools that are 
available to other forms of research (Buzan, 2004) as ideas, conceptions and 
assumptions are meaningful to those who experience or create them and are 
possibly shared by groups, however, the level of shared experience is 
culturally bound and, as Crotty (2001) argues, “the nature of these 
experiences is ... heavily dependent on the types of social and physical 
environment people select and construct” (p. 5). 
Social constructivists assume that truth is relative to individuals and 
communities while interpretive understandings must be applied to analyse 
social action (Buzan, 2004; Crotty, 1998). Here there can be challenges, 
particularly in the context of this research, where juxtaposing cultural 
backgrounds with subjective interpretations that individuals make of their 
own experiences underpins the findings (Moses & Knutsen, 2007), with the 
researcher having the additional challenge of interpreting the words of the 
participants in an accurate and meaningful way. 
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Making claims that are interpretations of a complex setting is 
contingent on eliciting rich data (Creswell, 2009), however basing one’s 
research outcomes on human awareness can be viewed negatively, only if 
not supported by theory or corroborated by others taking part in the study or 
comparable studies (Moses & Knutsen, 2007).  
3.2 Site and Subject Selection 
This research takes place in the workplace of the researcher. As explained in 
more detail in chapter two, The College is part of a HE system responsible for 
providing tertiary education to the Emirati population in the main. 
Programmes are designed to assist Emiratis to take their place in the 
workforce by providing professional and technical skills.  
For the purposes of this research, it was considered that one site was 
a suitable sample size, considering the nature of the topic and the depth of 
understanding required to answer the research questions in a meaningful 
and informed way (Creswell, 2014). This type of qualitative research is often 
undertaken with a small sample (Al Naqbi, 2014; Glesne, 2009) due to the 
nature of semi-structured interviews which required a time commitment that 
is not easy to achieve (Creswell, 2007; Denzin & Lincoln, 2011). 
 
3.2.1 Subject Selection  
Exploring the ways in which one HEI in the UAE is interpreting globalisation of 
HE by inquiring into the perceptions of practitioners and decision-makers 
seemed the most likely way to uncover the perceptions of those witnessing 
the change taking place in this context.   
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It was decided, rather than identifying individuals from across the 
system to be invited to take part in the study, that groupings of individuals 
would yield the most valuable outcomes relative to the investigation’s goals. 
This would, as Patton (1990) advises, ensure that the sample selected would 
accurately represent the available population. Therefore, three groupings of 
participants were identified: one group of five professional practitioners 
(having completed at least one full employment contract), and two groups of 
decision makers, where a group of five had completed less than one year’s 
employment with the organisation and another group of five with more 
experience within the organisation. Table 3.1 shows the rationale for the 
identification of the most suitable participant selection method. 
 
  
 128 
Table 3.1: Selection of Interview Participants  
Participants from 
different groupings 
Number of years 
employed  
Rationale  
5 Professional 
Practitioners 
(teaching professionals 
not in a management 
role) 
Completed at least one 
full employment 
contract of a three 
year duration 
That an informed 
opinion may be given 
based on practical 
experience of having 
worked in The College 
environment 
5 Decision-makers 
(representing 
management positions 
at all levels of the 
organisation) 
Completed less than 
one year’s 
employment 
That an opinion may be 
given that could offer a 
different view than 
that put forward by 
those who have 
worked in The College 
environment for more 
than one year 
5 Decision-makers 
(representing 
management positions 
at all levels of the 
organisation) 
Completed more than 
one year’s 
employment 
That an informed 
opinion may be given 
based on practical 
experience of having 
worked in The College’s 
environment 
 
The approach to participant selection used allowed for the provision 
of a meaningful set of data to be collected as the participants were carefully 
identified, not only as individuals but, as Cohen, Manion and Morrison (2007) 
state, as part of a cohort of “knowledgeable people” (p. 97) who are 
practitioners or decision-makers, thereby best representing the main actors 
within the UAE’s HE sector.   
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3.2.2 Sample 
The population of interest comprised two distinct groups, decision-makers 
and teaching faculty practitioners. These groupings included both Emirati and 
expatriate employees, all of whom were fluent English speakers. The 
decision-makers fell into two groups: new members of the management 
team and individuals who have been part of the management team for more 
than one year. The researcher believes that having such groupings would be 
of an optimum size so as to reach saturation point for this research study 
(Creswell, 2007; Glesne, 2009). An assumption was made that the group who 
had been employed for more than one year would have a variety of 
knowledge and experience in operating within this environment and would 
therefore have a frame of reference when asked to reflect on the likely 
impact of changes and the possible drivers of such change.   
This non-probability type of sampling is often described as not 
requiring pre-identified criteria and that all available subjects would qualify 
to be included in that data collection sample (McNamara, 2009). However, 
for this particular study, the participants were identified and included 
according to the criteria outlined in Table 3.1. Patton (2002, 2003) 
emphasises the need to compile a sample that allows for generalisation and 
Yates (2004) suggests that rigour must be reinforced by a demonstration that 
proof exists of a robust sample having been used to study the phenomena in 
question.   
Working with an ill-defined set of criteria exposes the research 
process to challenges such as unintended bias and uncertainty as to the 
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availability of individuals. However, recognising such limitations and in an 
effort to vulnerabilities, this study addressed such issues by researching 
locally (within one’s own environment), thus permitting a certain degree of 
flexibility in the interview sessions’ timing (Pallas, 2001; Silverman, 2010).   
 
3.3 Research Methods – Interviews and Data Collection 
A trio of factors were identified as forming the background against which this 
research would take place: globalisation (as a concept; as it applies to HE; as 
it applies to HE in the UAE); UAE national government strategy (intended to 
stimulate national economic growth); and a desire within the leadership of 
The College to attain international recognition in the form of accreditation. 
All of these come together to provide the context for changes currently 
taking place within HEIs in the UAE.   
Globalisation and a desire to investigate the ways in which this 
phenomenon could and would impact the future direction of The College is 
central to this study. This aspect of HEI activity needs to be explored so as to 
provide a platform for the narratives provided by the participants. Unpacking 
the interviewees’ comments in a meaningful way and allowing for the 
construction of new knowledge can only be achieved by understanding the 
catalyst of change impacting The College. The UAE government is responding 
to many global stimuli in ways that are designed to build on the economic 
growth that has taken place over the past two decades (Baburajan, 2011; 
Global Media Insight, 2018; UAE Government, n.d.). Thus, there is a need to 
include government strategic planning in this research as a way of providing a 
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solid foundation upon which to place the comments of the participants as 
they strive to provide informed perceptions of their experiences as actors 
within The College. Another way in which a foundation is built for this study is 
that the leaders of The College are engaged in reshaping the organisation so 
that it is capable of sustainable growth (Raven, 2011; Wilkins, 2010). Taking a 
focused look at one HEI in the UAE will provide valuable information that can 
be used to understand the responses necessary for the HE sector to make so 
as to adapt to the changing global HE landscape (Al-Ali, 2014; Hijazi, Zoubeidi, 
Abdalla, Al-Waqfi, & Harb, 2008; Pech, 2009). 
 
3.3.1 Qualitative Interviews 
Interviewing professional practitioners was considered to be the most 
effective method of gaining insight into individual experiences while allowing 
for the interpretation of individuals’ experiences as they reflected on and 
verbalised their perceptions. 
Semi-structured interviews formed the basis of a transparent and 
ethical process, thus permitting the researcher to explore perceptions and go 
on to construct an understanding of the resultant insights and observations.   
 
3.3.2 Rationale for Qualitative Interviews 
At the beginning of the process, the researcher considered many approaches 
to data collection, such as action research, focus groups and group 
interviews. However, it was decided, based on the need for anonymity as 
requested by the University of Liverpool Research Ethics Committee, that 
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direct interaction on a one-to-one basis with individual participants would be 
the most fruitful approach to data collection.   
Silverman (2010) and Yates (2004) highlight the need for structure 
when engaged in a process of interviewing individuals as a method of data 
collection. Creswell (2007) supports this approach based on the idea that 
qualitative research is very much a process which flows from “philosophical 
assumptions, to world views and through a theoretical lens, and on to the 
procedures involved in studying social or human problems” (p. 37). From this 
perspective, individual interviews conducted with a purposely selected group 
was chosen as the most effective method of data collection. These groups are 
detailed in Table 3.1. 
This study is interpretivist in nature, where semi-structured interviews 
allow participants to express their experiences and interact with the 
interviewer in a way that allows meaning to be negotiated by the two parties, 
which is consistent with constructivist approaches to qualitative research 
(Braun & Clarke, 2006; Lueddeke, 1999). Qualitative Interviews were used as 
the primary source of data, enabling the researcher to explore the 
experiences of the participants and to understand the phenomena being 
studied from their perspectives (Agee, 2009; Creswell, 2013). Interviews can 
be formal and structured (Kvale, 2007; Silverman, 1983) or be based on more 
of an information/discussion type experience; the latter was selected as the 
most suitable format for this particular investigation. This allowed the 
interviewer to make inferences based on participants’ perspectives, and 
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permitted as much data as possible to be discovered so that future analysis 
was reliable (Bentz & Shapiro, 1998). 
Cohen, Manion and Morrison (2007) discuss the variety of interview 
models that commonly appear in the methodology literature. Patton (1999) 
narrows this discussion when describing the interview guide approach which, 
for the purposes of this research, took the form of an interview schedule (see 
Appendix 4). Thus, formalising the interviews in a way that allowed for a 
reflective approach to be adopted as part of the decision-making process to 
employ semi-structured qualitative interviews as the most efficient and 
effective way to collect data (Fontana & Frey, 2003; Kvale, 2007; Patton, 
1999).   
It is often argued that deciding to interview participants face-to-face 
recognises the importance of context, and this is particularly true of the 
context in which this study took place (Kvale, 1996; Creswell, 2007; Crotty, 
1998). Thereby, this research was approached based on the understanding 
that stories provided by the participants would reveal research data that 
would be rich, contextualised, while reflecting the social world in which the 
research took place.  
Fear of disclosure limits many formal and informal exchanges 
between individuals and groups of individuals and is a characteristic of the 
cultural norms and leadership styles in this context (Hofstede, Hofstede, & 
Minkov, 2010; Litz, 2011). This was a major consideration when designing the 
research study from the initial stages (see Section 3.5). Semi-structured 
interviews were employed as the preferred method of gathering data for this 
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type of qualitative inquiry, allowing the concentrated in-depth collection of 
data, whilst permitting follow-up opportunities as necessary (Creswell, 2007, 
2014). 
 
3.3.3 Limitations of Semi Structured Qualitative Interviews   
The reliability of semi-structured interviews can be questioned (Chenail, 
2009). Leading questions, researcher bias, researcher preconceptions and 
attitudes can influence data collected from qualitative interviews (Patton, 
1999). Lack of experience could result in questions being poorly 
communicated to the interviewee, and knowing when to end a particular 
answer, or indeed the actual interview itself, can all present problems (Agee, 
2009). Secondly, the question preparation and interview format must be 
carefully crafted so as to avoid prescriptive or leading questions (Patton, 
1999; Flick, 2006). Thirdly, confidentiality must be maintained, especially in 
the case of insider research where the possibility of informal discussion could 
reveal the identity of a participant, thereby breaking the code of ethics 
(Creswell, 2007; Denzin & Lincoln, 1998). Fourthly, and as posited by Patton 
(2002), there is a need for the data to be analysed in an accurate and 
representative way, meaning that the interviewer must be aware of a 
conversation’s nuances, for example the interviewee’s tone and body 
language. This is especially true of this context in which cultural differences 
may inadvertently affect comments’ delivery and interpretation (Aneas & 
Sandin, 2009; Brinkman, 2013; Orr & Hauser, 2008). Finally, the comfort level 
of both the interviewer and interviewee is an issue to be considered when 
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planning semi-structured qualitative interviews. There could be an issue of 
‘upward interviewing’ where the interviewee holds a position in the 
organisational hierarchy that is above that of the interviewer (Denzin & 
Lincoln, 1998; Patton, 2002) while certain questions may be beyond the 
comfort zone of either party due to the subject matter or other issues 
pertinent to the context.  
 
3.3.4 Qualitative Interview Design 
Agee (2009) writes about the importance of well-designed qualitative 
interview questions. By referring to research questions as “navigational 
tools” (p. 432), Agee argues that the researcher is provided with a means by 
which focus can be maintained and ensuring that the study’s direction is 
clear. The questions evolved over a period of time as advised by Creswell 
(2007), thus allowing the methodology and theory to be considered as an 
integral part of the interview design process (Flick, 2006; Kvale, 2007).   
Designing questions which fulfilled qualitative research goals, namely 
exploring individual perceptions, providing data and representing a unique 
context, proved to be challenging. Context is important as claimed by Raven 
(2011), therefore, designing the questions to be asked of participants 
presented many challenges in this setting where disclosure is often preceded 
by a reluctance to reveal anything that may be construed as controversial (Al-
Yahya, 2009). Whilst the questions are essentially linear, there was scope to 
change their order in direct response to the comments of the participants 
should the conversation move in different directions to that envisioned.  
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Question 1 allowed the participant to become at ease with not only 
the topic but also the environment and to engage in conversation with the 
researcher in a relaxed and non-threatening way. Question 2 required that 
the participant reflect and provide a personal account of their experiences. 
This allowed for what Cohen, Manion and Morrison (2011) characterise as an 
interpretive approach to qualitative research, one that needs to be 
interactionist and socially constructed while allowing the resultant data to be 
a true representation of the practitioners’ understandings. Questions 3 and 4 
also asked for a degree of reflection, with Question 4 asking the participant 
to explore their views from a personal perspective as a professional 
practitioner. Question 5 was designed to discover their awareness of HE 
policy and to explore individual understandings. Questions 7 and 9 were 
intended to give the participants an opportunity to be creative and truly 
express their hopes and visions regarding the future direction of UAE HE. 
Question 8 focussed solely on external accreditation and the impact that this 
process is having on activity within The College.  
Clarity of purpose is why a researcher uses a particular type of 
instrument (carefully designed interview questions in this study), thereby 
establishing the foundation for a consistent approach to the qualitative 
interview process (Cohen, Manion, & Morrison, 2011). The questions in this 
study served two purposes, firstly to allow the participants to reflect on their 
experiences and to describe their view of the topic under investigation and, 
secondly, to provide contextualised data in the form of individual accounts of 
those experiences. Rapley (2001) discusses the interview as a “joint 
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accomplishment of interviewer and respondent” (p. 304), which applies to 
this research study where the construction of new knowledge by exploring 
understandings was the ultimate aim.     
It was decided that the validity of the question design phase would be 
strengthened by testing the proposed questions. The desire to have the 
questions and interview process appraised resulted in the researcher 
involving professional peers of hers who were known in The College as 
experienced qualitative researchers and their assistance was requested in 
terms of evaluating and critiquing the research at various points in the 
process (Creswell, 2007). The proposed questions (type, style and 
questioning technique) were put to them (peers) as a way of testing the 
suitability of the questions in terms of data collection (Bentz & Shapiro, 1998; 
Creswell, 2009). The outcome of this process was that the research 
instruments (the questions) were researcher created and deemed valid as 
they had been subject to a process of continuous evaluation and revision 
prior to the data collection stage (Turner, 2010).  
A protocol for each interview was designed, created and produced, 
the importance of which is debated by Bentz and Shapiro (1998) who argue 
for the need for the qualitative interview to have a certain level of structure. 
As this process developed, it became evident that in order to provide some 
guidance to the participants, a protocol would need to be established. This 
took the form of an interview schedule (see Appendix 4). 
An interview schedule was produced outlining the protocol and this 
document was then submitted as part of the ethics approval process. Ten 
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questions were produced, developed through a process of reflecting on the 
stated aims of the study whilst keeping in mind the cultural sensitivities of 
the context in which the study took place (Kvale, 2007; Silverman, 1983). 
Questions were created so as to allow the researcher to elicit quality data 
which would be of relevance to the study (Flick, 2006; Geertz, 1973). The 
sequence of the questions was planned so that the interviewees could tell 
their stories whilst maintaining a data collection focus (Kvale, 2007) (see 
Table 3.2 for a list of the interview questions). 
 
Table 3.2: Qualitative Interview Questions 
 Questions 
1 What changes have you witnessed within the organisation? 
2 How do you feel about these changes? 
3 What do you think has triggered these changes? 
4 
How do you feel about these factors being triggers of change within 
The College? 
5 
What policy changes level are you familiar with? (could be at 
organisational/national/international level) 
6 
Johnson, Levine, Smith and Stone (2010) put forward the view that 
‘teachers, environments and leadership must be prepared to shift 
into new positions’ – what is your view of that idea? 
7 
When you look 5 years into the future what do you see The College 
doing? 
8 
In what ways do you think the focus on external accreditation has 
impacted the organisation? 
9 
If you could have a 15 minute meeting with a high level policy 
maker, what would you say and why? 
10 
What issues do you think need to be addressed that we have not 
discussed during this interview? 
 
All participants were given a copy of the questions at least one week 
prior to the interview taking place which allowed for informed responses to 
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be provided and helped eliminate anxiety regarding the questions’ content or 
complexity. In addition, prior to the interview all participants had been given 
a copy of the document by Johnson, Levine, Smith and Stone (2010) that is 
mentioned in Question 6. The rationale for providing participants with this 
document was to afford them an opportunity to engage with the subject 
matter should they not have prior familiarity with it. 
 
3.3.5 Qualitative Interview Process 
Interviews were carried out over a period of eighteen months, were digitally 
recorded, and then transcribed verbatim. Digitally recording data from which 
full transcriptions were produced allowed for an interpretive process to take 
place (Patton, 2002). It was never the intention to compare one participant 
with another in terms of their responses but rather consideration was given 
to the range of responses to a given set of circumstances, namely that of the 
change taking place within The College. As Cassell (2009) and Silverman 
(2010) argue, identifying the point at which the data collection process needs 
to be adjusted or improved requires that the researcher include an ongoing 
evaluation of whether or not the quality of the data being gathered is 
sufficiently rich and relevant. That is why a decision was made to transcribe 
and code data on an ongoing and iterant basis as a method of self-monitoring 
and evaluation (Brinkman, 2013; Kvale, 1989). This is not to say that this was 
a linear process; in fact, the transcriptions were revisited numerous times, 
usually when a participant made a comment that had not been highlighted 
prior to that point, thus the individual nature of the ways in which 
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globalisation was experienced was captured (Geertz, 1973, cited in Agee, 
2009). The researcher would then go back to the transcripts and search for 
similar or connected comments made by other interviewees (Alvesson, 
(2003). 
Providing an environment where the participants could feel relaxed 
when disclosing their viewpoints and presenting their insights was the main 
priority when designing this study, keeping in mind the cultural issues 
discussed earlier in this chapter (Geertz, 1973). The researcher’s role at this 
point was to listen carefully (Cresswell, 2013) whilst taking brief notes, 
thereby supporting the narrative provided by the interviewees which was 
digitally recorded.   
When designing the interview questions, this study borrowed from 
the principles of social constructivist epistemology, where the researcher, as 
Creswell (2014) posits, depends on the interviewees’ understandings of the 
phenomenon under investigation. This approach allowed the interviewer to 
access participants’ views and explore the nuances that influenced their 
individual worlds (Denzin & Lincoln, 1998).  
 
3.4 Data Analysis 
Providing an explanation of the data analysis at this point is multi-functional. 
Firstly, it allows details to be given of the process where the researcher made 
sense of the evidence obtained from the research by describing the scrutiny, 
classification and arrangement of the data collected. Secondly, there is a 
need to make the research outcomes accessible to the audience and, thirdly, 
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there is a requirement to match the processes to theory, thereby establishing 
the study’s validity. Ponterotto (2006) points to the work of Denzin (1989) 
and Morrow (2005) when stressing the importance of context when analysing 
details collected from participants during the data analysis stage. In the case 
of this particular study, the researcher was, of course, aware of the 
uniqueness of the UAE context and was ever mindful of the opportunity 
presented to produce a valuable research project that might inform and 
contribute to the debate on HE development in this environment (Fox, 2008; 
Fox & Hayward, 2010).   
Bloom et al. (1956, cited in Bernauer et al., 2013) argue that 
“qualitative data analysis and interpretation is essentially a variant of critical 
thinking” (p.1) and add that the process of qualitative data analysis is much 
more than making sense of the obvious or what has explicitly been said by 
the interviewees, but critically depends on the researcher’s deductive skills.   
 
3.4.1 Use of Software in Analysis: NVivo 
Whilst no software is an alternative to the researcher’s analytical abilities and 
knowledge, NVivo has been used as a tool to identify, investigate and 
manage themes and patterns in the data, following on from a manual process 
where themes, ideas, key words and concepts were drawn out of the data 
(Brennan & Teichler, 2008). Using software in this way permitted the 
researcher to more quickly assign tags and sub-tags to portions of data. It 
quickly became apparent that employing software was, while useful in the 
initial stages of the process, more of a data-sorting tool rather than a data-
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analysis or even a data-coding tool. There is much worthwhile about using 
NVivo, however, and as Bernauer et al. (2013) state, the particular style of 
the researcher cannot be ignored. Keeping in mind that this is insider 
practitioner research in a unique setting the nuances of which are outlined by 
Al-Makhamreh and Lewando-Hundt (2008) when discussing research in an 
Arab context, the challenges are numerous. With a goal to understand what 
was being revealed as data and in an effort to eliminate the danger with this 
type of practitioner research, some nuances and inferences within the 
individual narratives would be lost, thereby it was deemed appropriate that 
the data be coded manually by the researcher. This approach was considered 
an advantage as it quickly became evident that a level of reflection had been 
introduced to the data analysis process that had not been anticipated at the 
beginning. As Bernauer et al. (2013) posit, reflection at the data analysis 
research stage cannot be over emphasised and did, in this study, allow for 
the researcher to ‘stand back’ from the data and ensure that what was 
included in the eventual outcomes was strengthened by this increased 
awareness.   
 
3.4.2 Procedure 
Moving on to the interview analysis stage involved decisions about what was 
actually data, including scrutinising the transcripts and deciding on the level 
of analysis required. As the verbatim transcriptions took place after each 
interview, this helped the researcher to identify when the saturation point 
had been reached by considering the responses to each of the individual 
 143 
questions. The judgement of the researcher in such decisions is, as Creswell 
(2009) advises, fundamental in taking a critical view of the data provided by 
interviewees. Cohen, Manion and Morrison (2011) reinforce this view of data 
interpretation when they postulate that “phenomena must be looked at 
holistically” (p. 29) so as to avoid the situation where the researcher misses 
impactful variables or ‘cherry-picks’ (however unintentionally) themes and 
topics that may be relevant to the eventual research outcome. To avoid these 
dangers and to ensure the focus was maintained, a set of questions was 
devised which ensured that attention would concentrate on study’s ultimate 
outcomes. Table 3.3 sets out these questions and lists possible actions and 
reactions. Remaining focused on the scope of the project was a challenge as 
new and interesting comments were made by participants and new themes 
emerged, which added to the richness of the data collected. Braun and Clarke 
(2013) discuss the idea of knowledge “for a purpose” (p. 51), therefore it is 
useful to mention at this point that, from a personal point of view, the 
researcher printed Table 3.3 and physically placed it in many locations where 
she would be constantly reminded of the direction in which this research 
project should be going, all with the intention of remaining focussed on the 
desired goals. 
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Table 3.2: Data Analysis Focus 
Before, during and after the data analysis stage, keep the following in 
mind: 
Issue Action/reaction 
In what ways could this 
research be applied? 
 inform current practice 
 add to local knowledge of globalisation 
 evaluate impact of globalisation on local 
setting 
What is the purpose of this 
data analysis? 
 explore attitudes of practitioners and 
decision makers 
 explore perceptions of practitioners and 
decision makers 
 discuss experiences of practitioners and 
decision makers 
 identify global forces impacting higher 
education 
 evaluate impact of global forces on local 
setting 
Is the analysis focussed to 
the research question at all 
times? 
 reflect on ways in which current analysis 
activity can build on previous research 
findings 
 reduce or expand analysis to fit purpose 
 
 
3.4.3 Identification of Themes   
As Cohen, Manion and Morrison (2011) claim, identification of themes in the 
data is essential to qualitative research design, thereby producing a 
representative analysis of the narratives generated during the qualitative 
interview stage of data collection. Conversely, challenges could arise as to the 
validity of the findings; as Yates (2004) suggests and Braun and Clarke (2006) 
support, the study’s planning process was crafted in such a way as to include 
a clear explanation of thematic coding process (Moses & Knutsen, 2007). 
Coding and analysis serve different purposes in the qualitative process 
and should not be confused, nor should the terms be used interchangeably. 
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This study was based on the process of “thematic analysis” as defined by 
Braun and Clarke (2006, 2013), a technique where the codes which have 
been generated are applied to data. These authors recommend that the 
qualitative researcher recognises distinct stages when dealing with data, 
however they do stress that they are not advocating an inflexible, linear 
approach, rather that the researcher should adapt the process to suit the 
specific study. Table 3.4 offers a brief summary of the work of Braun and 
Clarke (2006, 2013).   
 
Table 3.3: Summary of the work of Braun and Clarke (Source: Braun & Clarke, 
2006, 2013) 
Phase 
1  Familiarising with the data 
2  Generating initial codes 
3  Searching for themes 
4  Reviewing themes 
5  Defining and naming themes 
6  Producing the report 
 
As Creswell (2014) and Denzin and Lincoln (2011) tell us, a balanced 
and focused use of the theoretical framework strengthens a qualitative 
approach to research. When deciding upon the theoretical framework for 
this study, it was important to recognise that the use of theory should 
support the researcher when setting goals, crafting research questions, 
making informed methodological choices and recognising threats to the 
validity of the research (Glesne, 2011; Saldana, 2015). The theories of Clark 
(1983), Lewin (1951) and Burke and Litwin (1992) were identified in the 
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Literature Review as making up the theoretical framework on which this 
study was founded. From a social constructive perspective, a central 
consideration was exploring the ways in which perceptions of reality were 
constructed by the participants of the study (Berger & Luckmann, 1966). 
Additionally, the internal and external factors impacting the context have to 
be accommodated as part of the theoretical framework so that useful 
information would be the outcome of the research. This is where the models 
of Lewin (1951) and Burke and Litwin (1992) were applied in this research. 
Lewin was applied in exploring the phased approach to organisational change 
and as a way of discovering the dynamic of employee participation in the 
change process and of exploring the role of leadership as the HEI engages in 
the change process. Burke and Litwin was used in this research in an effort to 
understand the component parts of the organisation and how they relate to 
each other during the change process. Additionally, the model of Burke and 
Litwin can help this research to consider the areas of the HEI that are 
affected and how they are connected. The fact that external influences are a 
factor in the change process is espoused by these scholars and is therefore 
pertinent in this research given the context of The College. Clark’s 1983 
model provided a wider framework within which the models of Lewin and 
Burke and Litwin could be placed so as to fully understand the context of The 
College.  
Demonstrating relevance is another important aspect of using theory 
to provide a framework within which to place the study. Merriam (2009) 
posits that all research has a theoretical framework which she refers to as the 
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“structure, scaffolding or frame” (p. 66). That framework, according to 
Merriam can be explicit or implicit and the author goes on to identify two 
ways of identifying a theoretical framework for one’s research. One way is for 
the researcher to examine their discipline – higher education for the 
purposes of this thesis – and another is that relevant literature will assist the 
researcher in identifying a suitable theoretical framework.  
The influence of theory pervades the qualitative study and is a lens 
through which literature and data are viewed (Glesne, 2006). Being cognisant 
of the characteristics of each of the theories – Lewin (1951), Burke and Litwin 
(1992) and Clark (1983), the data analysis was guided by them. Interpreting 
the data through the lens of these three theories provided a framework that 
allowed for the articulation of those theories in terms of understanding the 
situation of The College. Looking for ways in which the data fitted the 
theories provided both a challenge and was enlightening as there was a wide 
variety of themes. The first sweeps of the data, as the themes were 
emerging, the researcher was open minded and looked to see what emerged 
as pertinent themes (Braun & Clarke, 2006). The next stage involved the 
researcher considering the themes that had emerged to see if they resonated 
with the theories (Moses & Knutsen, 2007). This was a considered step in the 
methodology of this study, where the researcher objectively interpreted the 
data. 
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3.5 Researcher Positioning 
A qualitative research project is defined by combining three elements: 
context, in which the study takes place, the positionality of the researcher, 
and the available methods of researching the topic, all of which must come 
together so that the research question can be answered with sufficient rigor 
to be useful to the intended audience (Blaxter, Hughes, & Tight, 2010). 
The researcher takes the position that knowledge is socially 
constructed allowing participants in this study to collaborate with the 
researcher in such a way as to reflect on and present (through the process of 
answering pre-determined questions) their individual perspective (Crotty, 
1998; Lueddeke, 1999). This allowed participants to expose their realities 
through these face-to-face interactions by providing answers to questions 
posed during the data collection stage. Producing new knowledge in this way 
allows for an understanding to be constructed as to the drivers of the change 
process taking place within The College. 
The researcher supports Mirghani, O’Sullivan and Ribière’s (2008) 
assertion that there exists a possibility of individuals operating within the 
same context, presented the same set of circumstances, limited by the same 
constraints and open to the same opportunities, who would then would have 
different ways of looking at their environment, thereby presenting a diverse 
set of perceptions of that same world. Exploring individual professional 
practitioners’ experience by providing a discursive environment where 
participants could explore personal observations and views allowed the 
researcher to remove herself from pre-existing assumptions she herself held 
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(consciously or subconsciously) about how the organisation was dealing with 
change (Creswell, 2007; Trowler, 2011).   
 
3.5.1 Researcher and Participants 
As the researcher can be accurately described as an ‘insider researcher’ 
(Unluer, 2012), the associated ethical issues are underlined by the British 
Educational Research Association (BERA) (2018). Although enjoying collegiate 
relationships with some of the participants, for the most part the researcher 
did not know the individuals other than by name and professional reputation. 
However, operating within this environment, cultural sensitivities are 
ingrained in all behaviours and practices (Hofstede, Hofstede, & Minkov, 
2010; Schein, 2004). From this point of view awareness of the reluctance to 
participate was real, a fact that was considered by the researcher when 
approaching participants in the first instance to gauge interest in 
participating in the research. 
 
3.5.2 Role of the Researcher 
A given researcher can influence (consciously or not) the way s/he interprets 
the findings, therefore a process of reflection should be part of any research 
design (Creswell, 2003). In qualitative research, the intent is for the 
researcher to make sense of the experiences of others and the ways in which 
they view the world (Denzin & Lincoln, 1998). It is important for the 
researcher to recognise that personal background shapes one’s 
interpretations of the findings (Creswell, 2007), therefore she must be aware 
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of the position to be taken where she is able to place herself with respect to 
three factors, namely, study topic, context and participants (Crotty, 1998; 
Denzin & Lincoln, 2000; Eisner, 1997). The researcher must then identify their 
own values, biases and assumptions. As Creswell (2002) states: 
Researchers recognize that their own background shapes their 
interpretation, and they “position themselves” in the research to 
acknowledge how their interpretation flows from their own personal, 
cultural, and historical experiences. (p. 9) 
The Preamble and Introduction offer a detailed description of the 
researcher’s background and context, so to repeat that here is unnecessary. 
However, it is important to remind the reader that the researcher is from a 
Western background as compared to the other participant groupings 
identified in this research including participants from Emirati, Indian Sub-
continent, Middle Eastern Arab Gulf backgrounds. Having established that 
the researcher is from a cultural background different to that of many of the 
participants, in order to support the rigour of this study (Creswell, 2007) it is 
imperative to underline that differences in world-view between the 
researcher and participants might impact on this research (Kvale, 1989, 
1996). This is why the work of Hofstede (1984) is included in the literature 
review, namely as a means of contextualising cultural meaning where 
necessary concerning the comments of the participants, thereby helping the 
analysis of the findings to be truly representative (Creswell, 2007, 2009). 
Etherington (2007) advises researchers to be “sensitive to the rights, 
beliefs, and cultural contexts of the participants” (p. 602), which is essential 
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in the context of this research and environment, which is why so much 
consideration was given to the design of the questions to be put to the 
interviewees. Their wording had to be not only clear with respect to data 
collection but also in terms of the different interpretations that could be 
placed on certain words and phrases (Hofstede, Hofstede, & Minkov, 2010; 
Schein, 2004). The researcher believes that one’s personal experiences of 
being an expatriate of more than two decades tenure, positions her where 
she can adequately assess and evaluate the responses given by the 
participants (Creswell, 2007, 2009; Geertz, 1973). As a professional 
practitioner functioning within a variety of roles in the context in which the 
research took place, the researcher has experienced many situations where 
she witnessed the differences in culture that characterise the study’s 
multicultural environment (Orr & Hauser, 2008; Pelzang & Hutchinson, 2017). 
This means that differences in language, behaviour, values, customs, beliefs, 
world-views and attitudes underpin any interaction between researcher and 
interviewee (Hofstede, 1984; Spencer-Oatey, 2012). All of these socio-
cultural dimensions (Hofstede, 1984) bring a complexity to this study that 
may not exist in other contexts. However, the researcher is ever mindful of 
the fact that both social and cultural issues impact the ways in which 
individuals deal with experiences and knowledge, thereby leading them to 
express their experiences and knowledge in forms that impact on this study 
(Hofstede, Hofstede, & Minkov, 2010; Schein, 2004). As the researcher is an 
insider (Trowler, 2011), that position has allowed an understanding of the 
contextual nuances while enabling the researcher to take a critical view of 
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these social and cultural factors when designing the research study and while 
engaging in the data collection and analysis phase of the research (Al-
Makhamreh & Lewando-Hundt, 2008; Unluer, 2012). 
 
3.5.3 Insider Research 
The discourse on researcher positioning often focuses on where the 
researcher is located (culturally and socially) relative to participants (Trowler, 
2011). The researcher must minimise the “distance” or the “objective 
separateness” that might exist between them and the participants (Guba & 
Lincoln, 1988, p. 94). This was not an explicit issue for this research, however 
it is pertinent to note that such an issue could have been present in this 
setting given its multicultural context (Hofstede, Hofstede, & Minkov, 2010; 
Schein, 2004). Cultural and professional contexts can easily become confused 
or be misunderstood, and this is where being an insider researcher has many 
benefits (Al-Makhamreh & Lewando-Hundt, 2008; Unluer, 2012).  
The issue of researcher positioning focusses on where the researcher 
stands in relation to the participants. Insider-outsider, according to Eppley 
(2006), is a common position in which qualitative researchers find themselves 
when they consider the ethical aspects of their work. The researcher here 
considers herself to be both an insider and an outsider at various stages of 
the research process. 
The position of the researcher becomes relevant in this study where 
bias and assumptions may have been introduced to the design of the 
research or questions, or the data collection and analysis (Creswell, 2007). As 
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a professional practitioner operating for more than two decades in the 
institution under examination, the researcher has experienced and observed 
the historical build-up to the change that prompted an interest in this topic. It 
is important to be self-aware of this as it could cloud one’s judgement during 
the interviews or during data analysis phase (Greene, 2014; Trowler, 2011). 
Context and experience are fundamental to constructing one’s world view 
according to Willis (2007), and from this belief the researcher recognised that 
culture, family, gender, education have all contributed to the formation of 
one’s values and belief system. There was a possibility that being an ‘insider’ 
researcher would influence some of the responses, depending on the views 
held by the interviewees and their presumptions regarding the researcher 
and the study’s aims (Fontana & Frey, 2000 in Denzin & Lincoln, 2003; 
Unluer, 2012). It is possible that those relatively new to The College would 
put themselves under pressure to produce informed responses and there 
was a danger that those interviewees with longer tenure might have 
preconceived ideas regarding the researcher as an individual, a practitioner, 
and a researcher (Creswell, 2007). These issues were addressed by the 
research process including the provision of adequate paperwork to explain 
the research, its aims and processes, all of which were made available to the 
participants prior to the interviews (Denzin & Lincoln, 1998; Patton, 2002).   
While the length of the researcher’s tenure could have resulted in 
some participants being more comfortable with someone who has more than 
two decades of successfully operating within this setting and therefore well 
versed in the explicit rules, it is the implicit rules that govern many 
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behaviours (Findlow, 2006; Hofstede, 1984; Geertz, 1973; Al Naqbi, 2016). On 
this basis, the researcher was working from a position of trust and believes 
that much of the data gleaned as a result was enriched and more honestly 
and accurately offered by the participants (Schein, 2004).  
Cohen, Manion and Morrison (2011) emphasise the importance of the 
researcher being aware of the responsibility of their role. This is especially 
the case in the context in which this research takes place. Given that the 
study examined individuals’ perceptions of change taking place within their 
workplace, adopting a strategy of transparency and inclusiveness was 
essential to the success of this project. As the researcher is attempting to 
explore the narrative of others’ experiences, the importance of the 
relationship between researcher and participants is paramount to the data 
gathering (Creswell, 2014; Fontana & Frey, 2000; Patton, 2002).  
Understanding cultural intricacy and the subjective nature of cultural 
differences underpins this research, placing a responsibility on the role of the 
researcher as an internal actor while as an insider researcher (Cresswell, 
2007) there is a need to critically and accurately represent the findings in a 
way that is meaningful. Jonsen (2018) states that 
The distances that we measure and use in our research, even when 
they are correct from a statistical point of view, may be experienced 
asymmetrically, in that different people or national groups may feel the 
distance more or less acutely (p. 280). 
 This view of the complexity of researching in a multi-cultural 
environment, highlights the subjective nature of qualitative research. 
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Creswell (2007) and Orr and Hauser (2008) underline that the qualitative 
researcher has a responsibility to guard against considering culture as an 
independent variable, that is, using culture as a means of predicting 
outcomes. This research has designed a study that will present findings in a 
way that contextualises culture alongside other relevant factors. 
 
3.5.4 Researcher Bias   
It is important to mention at this point that when identifying potential 
participants, individuals were selected with whom the researcher as the 
interviewer did not have a social relationship. This ensured that the 
researcher was not able to impose one’s own interpretation of comments or 
participants’ phraseology and by standing back from the participants (that is, 
having no understanding of the individuals from the point of view of a pre-
existing relationship) could take their comments and perceptions as they 
were presented (Mehra, 2002). There was a statement in the Participant 
Information Sheet that had to be signed by each interviewee prior to the 
interview stating: “... I do not know you socially...” which confirmed this 
status (see Appendix 5). 
Bias can occur at any stage in the research process and for this study, 
certain safeguards were put in place (Chenail, 2009). Beginning with 
designing the questions posed, where participants were asked: “How do you 
feel about these changes?” and “What is your view of that idea?” so as to 
avoid the idea that there was a right answer and focus instead on the 
respondent’s viewpoint. 
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3.6 Trustworthiness and Reliability  
The qualitative researcher must find a way to ensure the outcomes of the 
study are trustworthy and reliable (Braun & Clarke, 2006; Creswell, 1998). 
Indeed, merging the creativity that is required to identify themes and 
patterns in participants’ narratives while sustaining the rigour that is required 
to produce valid results is an ongoing challenge for qualitative researchers 
(Glesne, 2011). 
In addition, when carrying out qualitative research which involves 
interviewing individuals it is imperative to provide a basis upon which the 
data elicited from the interviews can be shown to be authentic and therefore 
trustworthy (Creswell, 2007, 2009). Guba and Lincoln (1985) set out criteria 
for establishing trustworthiness and use terms such as credibility, 
transferability, dependability and confirmability to illustrate that qualitative 
researchers may use alternative terminology to refer to the quality of their 
research. Establishing metrics for this study meant that the researcher set in 
place a process whereby the research was checked at those stages where the 
outcomes could possibly be compromised by the processes, interpretations 
or decisions.  
The research was reviewed by a group of peers who had agreed to 
work together to assist each other during their various research projects. 
Such a community of practice (Lave & Wenger, 1991; Wenger, 1998) 
provided a forum where constructive feedback was presented (by peers to 
the researcher) in an informed way and in a non-threatening environment. 
This was an ongoing process. Kvale (1996) discusses the need for a qualitative 
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study to convince the audience of the trustworthiness of the findings. Taking 
this advice, this study was based on establishing and maintaining a paper 
trail, such as emails and other relevant documents. This process helped to 
provide transparency in the data collection and analysis process and was 
another way in which it demonstrated rigour in the findings that emerged 
from the data. A logical sequence of events, decisions, communications and 
decisions was evidenced in this way (Creswell, 2014; Denzin & Lincoln, 1998). 
For this study, the researcher describes the process of analysis, triangulation, 
interpretation, ethics and researcher reflexivity (Denzin & Lincoln, 2000; 
2012). This approach to quality assurance is designed to present the reader 
with the ways in which trustworthiness can be established. According to 
Guba and Lincoln (1985), a high degree of objectivity must be demonstrated 
by the researcher in their research. The trustworthiness of this study is based 
on the extent to which the researcher’s claims about knowledge correspond 
to the participants’ constructions of the reality of their environment 
(Creswell, 2009, 2014).  
Trustworthiness is a term which usually refers to methodological 
issues (Kvale, 2007; Lincoln & Denzin, 2003), while reliability means that the 
outcomes are an accurate representation of the realities as depicted by the 
participant (Guba & Lincoln, 1989). 
Substantiating the reliability of qualitative data is a challenge faced by 
qualitative researchers as they strive to provide an accurate representation 
of the data gleaned from their participants (Glesne, 2006, 2015). Ensuring 
that, given the same data, another researcher would identify similar patterns, 
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is the goal of the qualitative researcher (Denzin & Lincoln, 2003; Unluer, 
2012). Many alternative interpretations of data may exist which are equally 
legitimate, which can also mean a different set of findings (Glesne, 2015; 
Guba & Lincoln, 1994). To mitigate this, the qualitative researcher can 
demonstrate the accuracy of their interpretations by providing an adequate 
description of the processes followed, provide explanations and justifications 
as to the methods employed and offered details as to how the research was 
conducted. Details of decision-making processes, data collection and 
management should be transparent and explicit so that the audience is able 
to follow the sequence of events and understand the rationale used 
(Creswell, 2007; 2009). Submission to peer-reviewed publications, presenting 
at conferences, gathering feedback from relevant interested individuals are 
all ways in which reliability may be established and demonstrated in a 
qualitative research study such as this thesis. 
This qualitative research is interpretive in design where the 
researcher, as Creswell (2009) suggests, is the primary instrument, making 
that person a vital component in the quality assurance process. The issue of 
how the researcher can minimise bias and assumptions so that the 
participants’ voices can be heard, is a challenge in qualitative research 
(Glesne, 2011; Guba & Lincoln, 1985). To mitigate any potential issues, the 
researcher engaged in a process of ongoing reflexivity with a conscious effort 
to understand one’s position in the context of the study and in relation to the 
participants, so as far as possible the impact of prior bias and assumptions 
were diminished (Eisner, 1997; Patton, 1999). Reflexivity in this instance 
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meant that the researcher engaged in a conscious process of exploration of 
the relevant literature and discussions with peers, which allowed for a 
process of reflection so as to identify potential biases and assumptions that 
could be made with respect to the participants and their views as presented 
during the interview process (Sword, 1999). It is important to mention that a 
critical internal dialogue was part of this process so that an awareness of 
one’s own history, experiences and cultural background were taken into 
account give that interpretations were made based on the participants’ 
words.  
 
3.7 Triangulation 
Triangulation is a quality standard where two or more methods of data 
collection are used to study the same phenomenon (Kvale, 1995). The aim is 
to develop a full understanding of the object of study (Patton, 2002). 
Teddlie and Tashakkori (2008, cited in Denzin & Lincoln, 2011) tell us 
that triangulation is the process of “combining multiple methods to study the 
same phenomenon” (p. 2). This study takes the view of Denzin and Lincoln 
(2011) when they say that triangulation allows the researcher to 
demonstrate an effort to provide an “in depth understanding” (p. 5) of the 
phenomenon under scrutiny. The crucial question to test the robustness of 
this study is, “have the perceptions of professional practitioners been 
accurately captured?”   
Triangulation, as described by Willis (2007) and Creswell (1998), is a 
way of supporting the research outcomes by providing details of the sources 
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of data contributing to the study. As a quality standard, triangulation has 
been identified in the following ways by Denzin (1978) and Patton (1999): 
 Data source triangulation 
 Method triangulation 
 Investigator triangulation 
 Theory triangulation 
 
This particular research study is based on investigator triangulation as being 
the most effective way of supporting the rigour of the study (Flick, 2004; 
Golafshani, 2003; Cresswell, 2007). Qualitative semi-structured interviews 
were the primary data collection method used in this study which was 
complemented by researcher reflection (using a combination of note-taking 
and discussions with peers). Together with insider knowledge (Creswell, 
2007; Trowler, 2007) a complete triangulation of the data was achieved, thus 
providing a foundation on which the findings of this research could be based 
(Fontana & Frey, 2000; Greene, 2014). In this way new knowledge generated 
by this study could emerge, giving the researcher a deeper understanding of 
the phenomenon under study while allowing for a stronger set of findings to 
be produced from the data (Kezar, 2011; Moses & Knutsen, 2007). 
Patton (1990, 2002) underlines the value of interviews and the reality 
that is revealed from the comments of the interviewees. This is especially 
pertinent given the context of this study and its multicultural setting. In 
addition, bringing together data from participants from a variety of cultural 
backgrounds provided this research with a form of triangulation pertinent to 
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the unique nuances of this study (Cohen, Manion, & Morrison, 2007; Kvale, 
1998). 
 
3.8 Ethical Issues 
Ethics applications were submitted to and accepted by two institutions (The 
College and the University of Liverpool). This section outlines the specifics 
which were detailed in those applications and are the result of a process of 
meeting the requirements of the ethics procedures as set out by the policies 
and procedures of both organisations. Approval documents were submitted 
to both ethics review boards and the subsequent permissions granted are 
included in Appendices 1 and 2. Blaxter, Hughes and Tight (2010) and Bryman 
(2009) stress the need for the researcher to demonstrate respect for the 
participants and to operate within an atmosphere where fairness is explicit 
and risks are minimised. The fundamentals of ethics in research are fourfold: 
first is the relationship between researcher and participants; second is the 
processes of confidentiality and privacy; third informed consent must be 
gained; and finally a commitment to the process of disclosure of findings 
must be made (Bentz & Shapiro, 1998; British Educational Research 
Association (BERA), 2018).  These factors underpin this study and were 
especially pertinent given the cultural and societal sensitivities that 
characterise UAE HE (Mehra, 2002).   
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3.8.1 Confidentiality and Anonymity  
For this study, ethics and ethical practices are very much context bound. 
Blaxter, Hughes and Tight (2010) take this notion further when they discuss 
the need for both parties to a qualitative research interview to be absolutely 
clear about the agreement which they have both entered into. This is where 
the level of documentation that was required to be provided for this study 
(to both institutions) was lengthy and complex. In addition to providing an 
interview environment that is carried out in a supportive, non-threatening 
atmosphere, preventing the many ethical issues that can threaten the 
integrity of research projects begins with, as Oliver (2003) suggests, 
identifying the participants’ possible underlying vulnerabilities. 
Considering the setting in which the researcher operates where fear 
(of disclosure) and suspicion (of the reporting of details) prevails in a variety 
of situations (not only as research participants), and to overcome these 
barriers to the data collection process, documentation was provided to all 
participants explicitly stating the objectives of the research and clearly 
detailing the process (Mazawi, 2002). Prior to the interview taking place, 
written assurances were given that individual anonymity would be 
guaranteed and privacy maintained throughout (see Appendices 5 and 6). 
Participants provided written consent to their free and voluntary 
participation with no penalty if they decided to end their involvement at any 
point during the process, specifically: 
 no details would be disclosed at any point in the research process 
that could personally identify any individual; 
 163 
 cultural sensitivities would be respected at all times; 
 data would be stored securely in a password protected digital 
device and in a locked file cabinet to which only the researcher 
would have access. 
 
However, two individual participants who were willing to participate 
seemed uncomfortable about what the process would involve and what 
would happen to the data once collected. The researcher offered to have 
informal one-to-one sessions so that contributors to the research could be 
reassured and would have the comfort of being knowledgeable about the 
process, where they could privately ask questions about the research 
purpose and intention, and, perhaps most importantly in the context of the 
research environment, to reassure participants about the dissemination of 
the research findings.   
One point of interest to note is the fact that eight of the participants 
agreed at once to take part when the researcher informed them that the 
researcher had personally met with the Director of the organisation to 
discuss the research project in detail and to receive assurances that there 
would be no unnecessary barriers placed in front of this research. This 
highlights the importance of hierarchical power behaviour in this context. 
Safeguarding the rights of participants should underpin all interview 
activity (Bentz & Shapiro, 1998). Consequently, issues implicit when 
researching in a culturally sensitive social environment must be respected 
and form the framework within which the researcher functions. An ever-
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present challenge was to remain mindful of this multicultural context where 
assumptions cannot be made about a commonality of understanding of 
practices and what constitute ‘sensitive’ issues. This aspect of this particular 
research study formed the backdrop against which question design and 
delivery was carefully considered. Participants were from a variety of 
backgrounds and represented both Emirati and expatriate cultures, including 
Western (United Kingdom and North America), Gulf Cooperation Council 
(GCC) and Indian Sub-continent. All possessed a high degree of proficiency in 
the use of English as a language of communication as this is a prerequisite to 
employment with the organisation. 
Particularly pertinent in this context is the power/control/authority 
dynamic meaning that the researcher made a conscious decision to be ever-
mindful of the perceptions held by certain participants who out-rank her 
within the organisational hierarchy (Robertson & Swan, 2003). However, 
there were no discernible issues either in behaviours or verbal commentary 
that would cause concern or compromise the validity of the research. All of 
this was formalised in the Consent Form (see Appendix 6) which was issued 
to all participants prior to taking part in this research. 
Participants were volunteers and in no way coerced into taking part in 
this research. As is clearly stated in paragraph six of the Participant 
Information Sheet (PIS), participation was completely voluntary and 
withdrawal without penalty was possible at any point during the process (see 
Appendix 6. PIS sent to all who agreed to take part at least five days prior to 
the interview taking place).   
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3.9 Summary  
This research project aimed to develop an understanding of the current 
position of UAE HE as perceived by the practitioners currently operating 
within this unique setting. Identifying an interpretivist paradigm, supported 
by a constructivist epistemology, and taking a subjectivist view of the world 
was identified as the most effective way of answering the research questions. 
The study was also designed to inquire into the perceptions of professional 
practitioners as to their views of global issues impacting their environment by 
giving them the opportunity to consider the current situation of The College 
in relation to external issues affecting the operations of the HEI in which they 
work, thereby facilitating an analysis of the data by identifying recurring 
themes emerging from qualitative semi-structured interviews. 
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CHAPTER 4:  FINDINGS: RESULTS AND DISCUSSIONS 
  
This chapter details the key findings of the research. The outcomes are 
communicated by first describing the results of the semi-structured 
qualitative interviews conducted among professional education practitioners 
operating within The College. Then each section presents a discussion of the 
results and an analysis of the ways in which the views of the participants can 
be interpreted according to the main themes that emerged from data 
analysis. This approach will allow the world view of the participants to be 
presented, where relevant, as a way of exploring their perceptions of 
experiences as presented during the interviews (Hofstede, 1984; Schimmack, 
Oishi & Diener, 2005; Spencer-Oatey, 2012). Links to the literature are made 
where appropriate. In addition, there is an explanation of the process of 
coding, followed by description of the thematic analysis which allowed the 
participants’ common experiences to be explained (Creswell, 1998; Glesne, 
2015). The findings presented in this chapter are the most common issues 
discussed during the interviews and have been selected as the most 
appropriate themes to answer the research questions (Lincoln & Denzin, 
2003).  
Results and discussions are combined in this chapter because the 
three overarching themes (Global, Government and Organisation) are more 
concisely presented in terms of the topic, then the data is interpreted 
(Creswell, 1998; Glesne, 2006, 2015). The format has been designed in such a 
way as to facilitate the reader’s ease of understanding (Cohen, Manion & 
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Morrison, 2007; Crotty, 1998). Therefore, in each section there is a report on 
what the study found (results), followed by interpretation of the data 
(discussion). To illustrate the data, direct quotes from the participants are 
stated in each section. Discussion of the themes provides analysis of the data 
and is linked to the literature presented in Chapter 3. 
Prior to presentation of the results of qualitative interviews, there is 
an explanation of the framework within which the results will be presented, 
followed by a description of the themes that emerged from the data with 
comments from the participants which is used to support these thematic 
groupings (Braun & Clarke, 2006). A summary of the results is provided in 
each section so that a meaningful discussion can take place. 
 
4.1 Framework for Presenting Results and Discussion 
So as to describe individuals’ perspectives on their world as they experience 
them, an interpretive description needs to be provided (Grigorenko, 2007; 
Pelzang & Hutchinson, 2017). This study is based on the belief that in order to 
comprehend the qualitative ways in which professional practitioners 
understand their reality, categories of descriptions must be formed where 
meaningful connections can be made between the stories provided by the 
participants and the research (Willis, 2007; Denzin & Lincoln, 1998; Fontana 
& Frey, 2003; Geertz, 1973). Throughout the analysis stage of this study many 
themes emerged and through a process of coding and thematic analysis 
(explained in Chapter 3) meta categories of codes were identified. 
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When it became evident that the data was revealing that practitioners 
viewed the impact of globalisation and the global factors that could be the 
drivers of change to be multi-layered, the research needed to accommodate 
the complexity of global factors in relation to The College. So as to appreciate 
the intricacies of perceptions of change taking place within The College, it is 
necessary to offer a sense of the parties involved and any relevant cultural 
dimensions (Hofstede, 1984) in order to understand HE policy changes and 
reforms (Altbach, Reisberg & Rumbley, 2009; Wilson, Metcalfe & Mimouni, 
2011). As this research explores the opinions of practitioners as to global 
drivers of change impacting The College, the study had to examine closely the 
items as they emerged from the data while investigating the relationships 
between global issues and finding a way of explaining this data as it applied 
to the HEI.   
Themes as they emerged from the data are presented under the titles 
of Global, Government, and Organisation (see Figure 4.1). This research 
project into the issues facing UAE HE has broadly interpreted and slightly 
adapted Clark’s model to allow for the interpretation of the ‘market’ aspect 
of the triangle to include global factors affecting HE activity in this context. 
Burke and Litwin (1992) provide additional theoretical support to this aspect 
of the study as the external factors affecting the organisation as it changes 
should be considered so that the process is complete and transparent. The 
dynamic nature of this model demonstrates that it is an appropriate tool to 
use to understand the perceptions of the professional practitioners who took 
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part in this study (Creswell, 2007, 2009; Marginson, 2007; Maginson & van 
der Wende, 2007).  
 
Figure 4. 1: Thematic Meta Categories Emerging from the Data 
 
 
Each of the categories as they relate to this study are first described in 
relation to Clark, followed by quotations which illustrate the experiences of 
the participants with each topic being described in more focussed terms so as 
to link to the study’s context (Findlow, 2005; Lueddeke, 1999). The work of 
both Lewin (1951) and Burke and Litwin (1992) will be incorporated, where 
suitable, to provide a structure within which to understand the 
appropriateness of the use of Clark (1983) as a framework for appreciating 
the global factors impacting The College. Finally, each theme is discussed in 
terms of interpreting the problem being studied. This format was selected so 
that the narrative surrounding the results was closely connected while the 
discussion could be linked in a manner characteristic of interpretive inquiry 
(Creswell 2007; Willis, 2007). It is important for this thesis to provide a 
detailed analysis consisting of participants’ stories, taken together with their 
reactions and presented in a “thick description” model as described by Geertz 
(1973, cited in Ponterotto, 2006). 
Global Government Organisation
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The results of the thematic analysis produced a range of themes 
which characterised the observations and experiences of the participants as 
they considered the organisational response to change factors impacting UAE 
HE. In addition,‘ Global’, ‘Government’ and ‘Organisation’ are the terms used 
as a way of categorising, first the codes and then the themes identified 
during the data analysis (Braun & Clarke, 2006; Buckner, 2017). Aligning the 
themes in this way allowed for a meaningful systematic analysis to take place 
and offers the audience some semblance of order when considering the 
research outcomes. These terms are not used in a hierarchical way, but as 
Clark (1983) intended when he presented them together as a dynamic model 
capable of reflecting global forces as they impact the HEI. This research is 
based on the assumption that the interconnectedness of these variables 
(global, government, organisation) cannot be ignored with comments from 
participants linking these factors in much of what they said as they reflected 
on their experiences.  
The triangle of coordination put forward by Clark (1983) provides a 
framework to understand the ways in which participants in this study 
experienced the phenomenon on which they have been asked to comment. 
Lewin (1951) provides additional evidence that a coordinated approach to 
change is most effective and most appropriate when considering the context 
of The College. Using the work of Lewin provides a mechanism for 
understanding the need for change impacting The College and for considering 
the concerns of the internal actors (Schein, 2004). In contrast the work of 
Burke and Litwin (1992) will provide the conditions for considering the impact 
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external factors will have on The College as the organisation reacts to global 
forces. 
Included in the comments made by the participants were references 
to an array of issues, namely innovation, quality, accreditation, professional 
development and communication which seemed to permeate all meta 
categories, thereby establishing these factors as underpinning change from 
the participants’ perspectives (Orr & Hauser, 2008).   
 
4.2 Thematic Categories  
It should be noted at this point that the themes as they are presented in this 
section are shown in graphic form in Figure 4.2. Coding followed by thematic 
analysis of data revealed that the responses from the participants could more 
comfortably be explained in these smaller categories without loss of 
significance. This approach to data analysis is based on an adaptation of the 
work of Clark (1983). 
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Figure 4.2: Categories of Themes (based on Clark’s Triangle of Coordination, 
1983) 
 
 
4.3 Cultural Background of Participants 
As a way of providing a means to contextualise the comments made by the 
participants, it was considered pertinent to offer a theoretical basis on which 
to understand the verbal accounts provided by the interviewees (Hofstede, 
1984; Pelzang & Hutchinson, 2017). This aspect of a research study taking 
place in a multicultural setting is vital to situating the data that will emerge 
from participants’ comments (Pelzang, & Hutchinson, 2017; Spencer-Oatey, 
2012). This will allow for the participants’ worldviews to be considered, 
Global
* Change and the changing world
* Demographics
* Quality and Accreditation
* Innovation
Government
* Role of government
* Government Initiatives
* Government Policy
Organisation
* Identity
* Changing organisation
* Leadership
* Communication
* The Way Forward
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where appropriate, as they provide their perspective on the topic under 
investigation (Hofstede, Hofstede & Minkov, 2010).  
The following table summarises the participants and their cultural 
backgrounds. For ease of reading, when the participant is referred to in the 
findings and discussions, their cultural background will be identified as per 
the ‘participant code’ listed below and will be included in parenthesis. 
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Table 4.1: Participants’ Cultural Background 
In order to avoid any perceived cultural bias on the part 
of the researcher, the cultural groupings below are 
listed alphabetically: 
 
 Emirati 
 Indian Sub-continent (Indian, Pakistan) 
 Middle Eastern Arab Gulf (Egypt and Jordan) 
 Western (Australia, Canada, New Zealand, North 
America, United Kingdom)  
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Participant 1    * P1W 
Participant 2    * P2W 
Participant 3    * P3W 
Participant 4  *   P4I 
Participant 5   *  P5ME 
Participant 6 *    P6E 
Participant 7    * P7W 
Participant 8   *  P8ME 
Participant 9    * P9W 
Participant 10  *   P10I 
Participant 11    * P11W 
Participant 12  *   P12I 
Participant 13 *    P13E 
Participant 14  *   P14I 
Participant 15    * P15W 
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4.4 Global Theme 
In this context global is taken to mean global forces (resulting from 
globalisation) impacting HE. As such this category is positioned at the top in 
Figure 4.2, underlining that this research interprets the category as taking the 
place of the state as described by Clark (1983). Central to the work of Burke 
and Litwin (1992) is the notion that outside influences must be identified and 
the impact of those influences measured. This provides additional theoretical 
support to Clark and allows for the research to build an understanding of the 
complex nature of change in HEIs, particularly in The College given its 
context. By identifying external (global) factors, and relating them to 
organisational and employee performance, there is an opportunity for the 
leadership of The College to adopt an holistic approach to change. There are 
many definitions of global, however, for the purposes of this study it means 
the phenomenon of certain external change factors that can be identified, 
from the participants’ perspectives, as having an effect on UAE HE (De Wit, 
2011; Marginson & Rhoades, 2002; Wilson, Metcalfe, & Mimouni, 2011). 
 
4.4.1 Change and the Changing World 
Participants spoke about change in a generic way much of the time rather 
than about organisational change. Fourteen of the fifteen participants 
volunteered comments about change and their experiences of The College as 
it transitions into a new position.  The high percentage here is not surprising, 
in fact it is interesting that one person did not mention change until there 
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was an explicit question.  Comments such as those listed below are 
representative of those made: 
The world is changing. (P3W) 
Everything is changing and we need to deal with it, not ignore it. 
(P2W) 
Change is all around us. (P11W and P13E) 
These comments demonstrate that there was an awareness of the fact that 
change pervades educationalists’ environment. Comments were varied and 
philosophical with recognition of the changing nature of the HEI, particularly 
in this context.   
Wider societal issues were touched upon, however, the individual 
with this view of change was hesitant to bring this issue into the 
conversation. Interestingly, this comment below was made by an Emirati, 
reflecting a cultural reluctance to speak negatively concerning wider social 
issues (Hofstede, 1984; Schimmack, Oishi, & Diener, 2005). The comments 
from this participant recognise that changing practice would not be simple 
and should not be considered as a one-dimensional process: 
... socio-economic factors are impacting our practices now in a way 
that did not happen in the past, or we certainly were not aware of 
them. I’m thinking of the fact that the price of oil has fallen 
considerably and the reduction in financial resources is beginning to 
become apparent in subtle ways. (P6E) 
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There were some indirect references to change which were 
instinctively introduced into the interviews. Alvesson (2003) argues that an 
interview process that is clearly crafted and tested will provoke 
supplementary information such as gleaned from this interviewee and which 
will prove valuable to the research. Three participants, whose comments are 
summarised below, added depth to the remarks proffered by the participants 
in general as they gave their informed opinions on the reasons behind 
change:  
You cannot remain static. (P3W) 
We need to build a culture of acceptance, but his would need to come 
from a leadership approach that was intent on being communicative 
and trusting. (P12I) 
 
... participation and engagement is essential to any activity that is to 
be successful. I mean how would we move forward if there is no-one 
engaged in the activities that are required to be carried out? This 
appears to be obvious, however those of us who have worked in this 
system for a few years, me for many years, see that the rate of 
turnover of both [teaching] faculty and management has an impact on 
continuity and commitment to the success of moving things on. We 
start many new things, introduce initiatives, some of which are 
laudable, but we rarely follow through. This results in most people not 
taking change seriously or they only take part if it will directly benefit 
themselves. (P4I) 
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Much has been written about change resulting from globalisation and 
the ways in which HE is embracing it (Al-Haddad & Kotnour, 2015; Bin Taher, 
Krotov & Silva, 2015; Randeree & Narwani, 2009; Tibi & McLeod, 2010; 
Yousef, 2000). Set against a backdrop where society’s expectations of HE are 
becoming more elevated, The College is being pressured to become more 
responsive to the demands from stakeholders such as employers and parents 
(Walsh, 2010). The participants proved that they have an informed 
perspective on the change impacting The College from the outside and that 
UAE HE can no longer operate in isolation.  
 
4.4.1.1 Discussion of Change and the Changing World 
When asked the opening question: “What changes have you witnessed within 
the organisation?”, it was evident that participants understood this concept 
in some interesting ways (Kezar, 2011; Kezar & Eckel, 2000). The overriding 
perception was that yes, change was taking place (Hvidt, 2013; Toledo, 2013). 
When asked to detail those changes, there appeared to be a split in opinions, 
with some participants viewing change as an inevitable part of organisational 
life and a positive aspect of a growing institution (Bubtana, 2007). One 
participant (P15W) spoke at length about the fact that change takes place in 
any healthy organisation and that a changing organisation demonstrated that 
the leadership were aware of global forces impacting that particular 
organisation (Bubtana, 2007; Kreber, 2009). Others, when reflecting on the 
HEI, focussed on the dimensions of change as they had experienced them, 
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both in the organisation’s teaching and learning aspect while others took a 
wider view of the change as they operated as managers (Wagie & Fox, 2005).   
When referring to the organisation the participants were more 
focussed on certain issues on which they as individuals placed importance. 
From a social constructivist, point of view, this could be explained in that, 
socially speaking, knowledge around change and what is driving that change, 
is constructed during interactions between professionals as they reflect on 
their environment (Altbach, Reisberg & Rumbley, 2009; Altbach & Knight, 
2007; Creswell, 1998; Cupchik, 2001). Change as an experience is real for all 
in The College and it is unsurprising that this was an issue discussed openly by 
the majority of the participants during the interviews (Schein, 2004). 
It was apparent that individuals experienced change according to their 
place within the organisation and whilst that may seem an obvious 
statement, it is in keeping with the findings of Bin Taher, Krotov and Silva 
(2015) who found that power relationships were strong in contexts such as 
the UAE. Hofstede’s (1989) cultural dimensions calculates that the UAE 
scores high on the power-distance dimension, indicating that there is a 
substantial respect for hierarchy.  Although this is a multicultural 
environment, there is an acceptance of the unequal nature of individuals 
within The College’s structure and that levels of communication are also 
hierarchical and not always communicated in ways that would be typical in a 
Western HE culture (Hofstede Insight, n.d.) 
Participants also made connections to global factors impacting 
leadership decisions to change practices and behaviours through policy 
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changes (Hofstede, 1984; Orr & Hauser, 2008). The level of insightfulness 
regarding the need for change was encouraging and demonstrated a depth of 
knowledge of globalisation impacting UAE HE.  
This variety of perspectives presented is evidence of the ability of 
Clark’s (1983) triangle of coordination to shift with the movement of factors 
along each side of the triangle. Furthermore, Salazar and Leihy (2013) believe 
that the triangle can be viewed differently to the way Clark originally 
understood the continuum along which the factors of State, Market and 
Academic Oligarchy move. This provides a framework within which data from 
this research can be analysed. However, Salazar and Leihy did caution against 
adopting a different view without exploring the implications of such 
interpretations. This thesis argues that the use of Lewin (1951) and Burke and 
Litwin (1992) provides a strong support to the work of Clark where Lewin 
provides a framework for consideration being given to a staged process of 
change and where an inclusive approach is taken to connecting all individuals 
and groups of individuals operating within the organisation. Providing 
conditions where internal actors are able to understand why change is 
necessary, as put forward by Lewin as a central force of that theory, provides 
conditions where The College is able to transition in a transparent way. Burke 
and Litwin provide a framework whereby external elements will be 
considered as being part of the change process and each of those elements, 
once identified can be measured. 
Participants experienced this phenomenon in different but connected 
ways, therefore understandings of their experiences could be expressed in a 
 181 
way that leads this research into an area requiring more exploration (Hijazi, 
Zoubeidi, Abdalla, Al-Waqfi, & Harb, 2008). There is a dearth of literature on 
the ways in which UAE HEIs interpret the impact of global forces resulting 
from globalisation (Wilkins, 2010). This could be due to the UAE’s recent 
integration into the global economy and as such HE is being used to achieve 
ambitions both national and external, not only within the wider GCC region 
but also internationally (Kirk & Napier, 2009). 
Participants discussed much of what is happening within the 
organisation involves moving from a knowledge-receiving paradigm to a 
knowledge production model. From that starting point, there is now a real 
push to redesign course delivery to reflect a changing society, 
Overall the feelings conveyed by the participants was that while 
change is inevitable, the methods by which initiatives are implemented are 
critical to understanding the rationale for such change (Riel, 2010). There was 
no resistance to change noted in the data, reflecting the degree to which 
change is part of the day-to-day activity of The College and that much of what 
was taking place would be welcome should there be a more cohesive 
approach to integrating change into the organisation (Hvidt, 2013; Oplatka, 
2004). 
Interestingly, there was much to be positive about as the participants 
as a group were philosophical about the need for change and the type of 
change taking place (Randeree & Narwani, 2009). All alluded to change as a 
sign of a developing organisation, with most participants recognising that 
external global factors were the cause of such change. The increasingly 
 182 
interconnected nature of UAE HE as this sector positions itself in a wider, 
global, context cannot be ignored. This issue was prevalent in the comments 
of a number of interviewees. 
 
4.4.2 Demographics 
Unsurprisingly, all participants made reference to personnel issues such as an 
expatriate workforce and the realities of obligations toward change 
implementation (Wagie & Fox, 2005). The uncertain nature of the working 
life of expatriates who comprise the majority of employees in the UAE HE 
system was highlighted as a barrier to progress in many instances. Comments 
often stressed that different nationalities had different approaches to 
introducing and implementing change (Appelbaum, Habashy, Malo, & Shafiq 
(2012). The acceptance of reforms was discussed by all participants to a 
degree and at length by three interviewees. Remarks focussed on the reality 
of experiences in this multicultural context:  
I find it difficult to take the changes seriously when I am not sure if I 
will be employed next semester or not... from much of what I see, each 
new level of management and each change of management means 
that we experience change. It seems to depend on the nationality of 
the new management if we should take the changes to mean 
anything, what I mean by this is that if we think that someone will not 
be part of our system very soon, then we view changes quite 
suspiciously sometimes. (P7W) 
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When prompted for more information (in a follow-up question), this 
respondent reflected for a while and cautiously stated that: 
In my experience certain nationalities come [to the UAE to work] with 
their pensions in mind and don’t want to upset anyone, so they send out 
policy documents and never follow up. Then they are gone and it all 
starts again. 
 
The hesitation and the un-nuanced comments are from a longstanding 
academic member of staff, who by this person’s own admission has seen 
many changes without much consolidation taking place. 
Comparisons were made between expatriates’ vested interests and 
the Emirati population while comments were made on Emiratis’ interactions 
with the Emiratisation initiative which also impacts on the attitude displayed 
towards change and its implementation. Different cultural expectations with 
respect to leadership emerged in a variety of ways with phrases such as 
“autocratic”, “decree”, “lack of consideration” all demonstrating participants’ 
strength of feeling. Orr and Hauser (2008) have taken a critical view of 
Hofstede’s work and concluded that addressing cultural issues when 
interpreting one’s own experience are useful in providing a framework within 
which to understand other individuals’ perceptions. This research agrees that 
by taking a liberal view of this well-established cultural dimensions model is 
useful in a qualitative research in this setting (Creswell, 2009; Pelzang, & 
Hutchinson, 2017). 
 184 
Drawing out the range of perspectives in this data set by means of 
providing context within which to understand the views was paramount to 
providing the depth of views given during the interviews (Waxin, 2016). 
Participants gave of their experiences generously as they considered the 
process of reforming an organisation. Unexpectedly, there was an outlier 
here with Participant 10 stating: 
... you know, I feel very fortunate in the UAE because we work for the 
Government that we, you know, we have such high status here... 
(P10I) 
 
This view was not echoed by others as they reflected on the business 
of being a professional educator in this setting.  
Interestingly, four of the participants categorically stressed that there 
is a palpable change in the academic personnel demographic, supporting the 
perception that the leadership is inclined towards a “less Western” 
(Participant 12, Indian Sub-continent) employee profile. This is reinforced by 
comments from other participants: 
All of our new hires are of a particular demographic... we are seeing 
less of the more Western mind-set and personality type coming into 
The College. (Participant 6, Emirati) 
 
... the modus operandi has changed and this has completely affected 
us... (Participant 2, Western) 
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Such comments offer some insight into the changing profile of 
professional personnel now being employed by the organisation (Rees, 
Althakhri, Mamman, Metcalfe, & Mimouni, 2012). Whether this was 
perceived as deliberate action on the part of the leadership or more 
reflective of the changing geopolitical situation (with more applicants being 
from neighbouring nations where political and economic problems are 
becoming more detrimental to employment opportunities), was not evident 
in the data. However, the participants’ comments reflected their strength of 
feeling and level of reflection in response to the interview questions (Agee, 
2009; Fontana, & Frey, 2000). Those participants who raised this issue were 
forceful in their remarks. 
 
4.4.2.1 Discussion of Demographics 
Ferrari and Velcoff, (2006) argue that individuals act in ways that are 
governed by their beliefs and value systems. This is where UAE HE’s 
multicultural environment is interesting, because what people consider to be 
the norm and to be socially acceptable shapes their behaviours (Suliman & 
Hayat, 2011). There is a common belief that these different understandings 
result in conflict between practitioners, ultimately impacting on the 
organisation (Burden-Leahy, 2009; Riel, 2010). Add to this the behaviours of 
change and change implementation and, according to the participants, there 
is at best a misunderstanding as to what is required.   
The multinational nature of HE is characteristic of the UAE national 
position where 88 percent of the workforce is expatriate (Dubai Statistics 
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Center, 2018; Global Media Insight, 2018; UAE Government, n.d.). Some 
participants perceive this to be positive from the point of view that learners 
and practitioners alike experience a wide variety of cultures and inherent to 
the experience is a need to be culturally aware and knowledgeable (Aneas & 
Sandin, 2009; Jonsen, 2018). There was a negative perception from other 
participants who questioned the degree to which this awareness and 
knowledge is conscious in the organisation’s daily life when they voiced that 
the many personnel changes could mean that individuals gravitated towards 
their own cultural groups (Hofstede, 1984; Schimmack, Oishi & Diener, 2005). 
This is an interesting phenomenon that merits more exploration, however, it 
is outside the scope of this research but does expose a gap that could benefit 
from further investigation. 
As this is qualitative research from a social constructivist point of 
view, there is a need to explain the nature of knowledge and how individuals 
come to know what they know (Buzan, 2004; Moses & Knutsen, 2007). 
Therefore, there is a need to explore why the change in the cultural make-up 
of the recently employed teaching faculty was frequently mentioned by the 
participants. It is necessary to examine why participants felt the need to 
discuss this issue when they discussed the role that expatriates and Emiratis 
could play in any change implementation (Hofstede, Hofstede, & Minkov, 
2010). The belief was that Emiratis would be most likely to buy into change 
and change initiatives as they could see themselves as building their own 
nation, (Jonsen, 2018; Marginson & Rhoades, 2002), whereas the expatriates 
were often observed to be more reluctant to take ownership of change. A 
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range of explanations were offered as to why this would be the situation 
within The College. Unsurprisingly the issue of tenure was raised in relation to 
change implementation as expatriates see themselves as being expendable 
with three-year contracts that may or may not be renewed, therefore to have 
ownership of a change initiative was seen by some as not being worthwhile 
as no longterm view could be taken (Trow, 2007). This is borne in Findlow 
(2005), Forstenlechner (2008) and Jones and Punshi (2008) who underline the 
need for professional practitioners to be included and integrated into the 
organisation’s activity. 
 
4.4.3 Quality and Accreditation  
Taken together, quality and accreditation form a partnership that is an 
evolving situation in HE here in the UAE. Participants spoke of the intense 
desire by leaderships of HEIs to prove the credibility of HE provision in this 
emerging nation by acquiring international accreditation (UAE Government, 
n.d.). Much of the organisational activity is focussed on obtaining, in the first 
instance accreditation by the Commission for Academic Accreditation (CAA) 
of the Department of Education, a body which grants licenses to HEIs and 
validates academic programmes by ensuring that academic awards are 
benchmarked to international levels of quality (CAA, 2008). Secondly there is 
a drive to obtain international accreditation for all academic programmes of 
study and for the organisation as a whole (Dakhli & El-Zohairy, 2013; Fox & 
Hayward, 2010; The College website, n.d.). 
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All participants discussed quality, however there was a split in that 
five of the participants (namely 1, 4, 5, 6, 11) discussed the quality of 
students while the other participants brought forward their thoughts and 
experiences of quality of provision in relation to accreditation. The fact that 
accreditation was such a feature of the responses during the interviews 
demonstrates the activity surrounding this organisational goal is given high 
priority and is uppermost in the minds of practitioners and decision makers. 
One of the participants who is a decision-maker with much experience, made 
an unusual connection (in terms of this study) in that this person reported 
recruitment is more of a challenge nowadays in terms of accreditation. She 
felt that, as one of the requirements is to employ a certain percentage of PhD 
and doctoral-level practitioners to justify the Bachelor degree level awards 
being given to students. This participant claimed that there was not a clear 
set of guidelines given to her when taking part in the recruitment process, 
illustrating the haphazard way (in her opinion) in which these accreditation 
processes were being facilitated. The comments from one of the participants 
(P4I) were indicative of the experiences of those involved in recruiting in this 
changing environment: 
... but at the moment, you know, it looks like we’re going to have to 
hire more PhD faculty. It’s going to be very, very challenging as we 
don’t have all the facts. I think this will have a huge impact on staffing 
levels as questions are not being asked or answered at the moment. 
So, you know, I was in the Chair position and I was almost scared to 
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hire people because we don’t know if they will be rejected further 
down the line. 
 
There was a real concern expressed (according to 67 percent, or 10 
participants) that this confusion over the awards being granted and, more 
importantly, the level of awards students would achieve at the end of their 
studies, would impact on student retention. Many comments were made 
about quality of provision being diluted as, paradoxically, the organisation 
shifted direction and adjusted academic programmes to accommodate the 
requirements of both the CAA and the international accrediting bodies. It was 
acknowledged by all that this process was a constant in the organisation and 
that the strengths could outweigh the weaknesses of such a process if there 
could be reassurance and clarity given as to the contribution expected of all 
individuals within the organisation.  
A comment made by one participant (P5ME) who is a decision-maker 
relatively new to the organisation (less than one years’ employment) and 
who immediately felt the impact of the demands placed on them as a 
manager concerned with accreditation: 
... when the new leadership came aboard... they came with a certain 
vision to correct those mistakes, and it also seemed that the top of 
their agenda is the accreditation issue. Yeah, we need to get 
accredited and recognised. 
This person went on to say: 
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However, I have an issue with perhaps the speed by which things have 
been done. I feel that things have been done in a rush. Not well 
thought out. These are big changes we’re talking about, they’re not 
small, minor details. 
 
The issue of external accreditation was a strong theme emerging from 
the data and was discussed with a strength of feeling that exemplified the 
ways in which participants viewed this aspect of organisational activity. This 
could be explained in that much organisational activity is now driven by a 
desire, at leadership level, to achieve external accreditation. In this context 
with tenure being fragile at best, a real concern is that metrics may be put in 
place that will mean this performance aspect will need to be quantified.  
 
4.4.3.1 Discussion of Quality and Accreditation 
Participants often commented that accreditation was driving much academic 
activity within the organisation (CAA, 2008). This accreditation falls into two 
categories. The first is internal to the UAE, namely accreditation from the 
CAA and an external international body, whereby a process of ensuring that 
stated standards are measured, achieved and maintained (Suliman & Hayat, 
2011; Wagie & Fox, 2005; Waxin, 2016; UAE Government, 2017).   
It is felt that both of these issues are placing a great deal of emphasis 
on process rather than on The College’s core business, namely its teaching 
and learning function. There is much to be concerned about in this respect 
and the participants are concerned that the focus is on producing the correct 
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paperwork and not on improving either the quality of educational provision 
or learners’ experiences. 
 
4.4.4 Innovation  
As all participants referenced innovation in its many forms in some way, this 
concept merits a separate section with the intention of reflecting its 
prominence in interviews. Innovation was referred to from an organisational 
point of view, albeit consistently linked to leveraging what would appear to 
be new practices in a way that helps the organisation to develop. Mention 
was made by two-thirds of the participants of the increased use of online 
platforms for course delivery and for the assessment of student learning. 
Interestingly, the comments were mostly presented with a degree of 
frustration that the term ‘innovation’ was often used in this respect but no 
clear articulation of the intended application or outcome was provided: 
... innovation is a word that we use, but do we really know what that 
concept means. It [innovation] seems to be bandied about as a trendy 
word to use. I’m not sure anyone really knows what it means. (P1W) 
 
When I hear the word innovation I think great, I can be innovative in 
my teaching, but the reality is that we are not given the space to be 
innovative, creative, or whatever else you wish to call it. (P1W) 
 
Yes, we are now expected to be using the online platforms for our 
courses, which we do of course, but mostly just as a repository for our 
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materials. I tried to encourage faculty to engage the students in an 
online discussion and asked them to create a blog, but unless there is a 
grade allocated no one was interested. I am a great believer in using 
all the tools we have, but now the government has invested time and 
money into innovation as an idea to take the country forward, I’m not 
sure how we are supposed to integrate this into our teaching and 
unless we really, as an organisation invest in this type of ideology, 
then we will continue to struggle. (P4I) 
 
Leadership was also discussed as a vehicle for introducing innovative 
practices, however the data revealed that the degree to which there was real 
leadership commitment to innovation was questioned: 
I feel our leaders would like us to be innovative, but they are passing 
the buck to us.  My question is, what do you [the leadership] mean by 
innovation? (P2W) 
 
Not all comments were positive, some were not at all, especially 
about leadership and the cumbersome effect of the frequent changing roles 
of individual management positions. There was much discussion around the 
need for an innovative mindset to be introduced into the governance of HEIs 
in the UAE. Participants were especially animated when discussing the 
“missed opportunities” (a comment made by 60 percent of participants, or 9 
out of 15) of leadership-led reform: 
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... we [The College] pay a lot of lip service to innovation and creativity 
but we don’t behave in a very innovative nor a creative manner. Okay? 
And you cannot legislate innovation and creativity, it has to be 
organically grown and if you’re really... if you’re a really evolved 
leader or leadership you will pick people and situations where 
innovation can flourish, or people who can make innovation flourish, 
then you have to think differently as a leader, you can’t be a theory X 
leader you have to become a theory Y leader. There’s a lot of steps in 
place, you know in the UAE often we talk about innovation and 
creativity but that mindset is, is not there. I mean that is very obvious 
at The College. (P9W) 
 
4.4.4.1 Discussion of Innovation 
Innovation’s global impact and creativity as an ideology and strategy for 
propelling the UAE into an unknown situation was mentioned by many 
participants in their comments about the term (innovation). Perhaps 
symptomatic of the fact that much is spoken about innovation in terms of 
technology and its use within The College. However, wider interpretations of 
the concept were not evident, appearing to result in practitioners’ frustration 
as they struggle to engage with the ideology of innovation alongside the lack 
of infrastructure available to them as professional practitioners. The rationale 
for including this topic under the global theme is that, as Byat and Sultan 
(2014) posit, the UAE Government is encouraging the use of innovation as a 
disruptive tool characteristic of global attempts to find new ways to operate. 
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This is supported by Dakhli and El-Zohairy (2013) when they discuss the 
importance that the UAE is placing on the need for HEIs to benefit from the 
practices of “leading global actors” (p.43). 
 
4.5 Government Theme 
For the purposes of this study ‘government’ is taken to mean the federal 
government of the UAE. When there is a specific reference to the 
government of Dubai or Abu Dhabi, which are individual Emirates within the 
union that is the UAE, this is noted. 
 
4.5.1 Role of Government 
The UAE Government is a huge influencer in the HE sector, particularly at this 
critical stage of HEI development (UAE Government, 2010, 2015; Jones & 
Punshi, 2008; UAE Government, 2010). A diversifying economy driven by 
globalisation has raised expectations about HEIs’ performance levels. 
Demands for efficiency levels to improve and effectiveness is demonstrated 
in transparent and measurable ways by the exertion of a new type of 
pressure on the HE sector in this context (UAE Government, 2010, n.d.). A 
gap has been identified between the UAE Government’s strategic goals and 
the quality of HE graduates and this issue is actively being addressed by the 
leadership of the nation (UAE Government, 2017).  
Participants mostly recognised that the UAE Government’s strategic 
objectives are driven by the need to produce work-ready individuals, capable 
of operating within and growing the knowledge-based economy identified as 
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a sustainable path for this developing nation. The World Economic Forum’s 
Global Competitiveness Report (2014) has questioned the quality of UAE 
graduates, which has spurred the authorities to remedy this issue. 
Meanwhile, participants’ comments showed that they realised the rationale 
for the increased involvement of the federal government in the planning of 
HE activities. Wider economic issues were highlighted by many (73 percent, 
or 11 out of 15) as illustrated by the following comment: 
... [the UAE government] want to compete at a whole different level 
which was not the case previously because they had oil. (P2W) 
 
Two participants mentioned macro-economic issues such as the 
reliance on oil for economic stability that has characterised this nation since 
the 1950s. However, most interviewees (80 percent, or 12 out of 15) made 
indirect references to the fact that the economy needed to diversify and 
indicated to the role of the government in making this happen. One 
respondent made it clear that there was still much that the Government 
could do to help, with the comment “...education is one of the last things to 
change” highlighting the perceived lack of real progress when attempting to 
effect change, particularly in this context where HE is still trying to find its 
way. It was felt that the government could assist by providing clarity with 
respect to strategic HE plans. The following comment is typical of the 
narratives provided during the interviews: 
The Government seems to want HE to succeed. From what I know, 
there is the Vision 2021 and many other Government initiatives, but 
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there does not seem to be any real follow-up to ensure that we are 
performing as we should. I see the role of the Government being 
watered down as we move forward which is strange as we are 
subjected to so much talk about accreditation; I don’t mean 
international bodies monitoring us, I mean the CAA. Just about every 
semester we have something to do to meet CAA requirements. The 
role of the Government needs to be more prominent and to more 
encourage us to be something. What that something is, I’m not sure 
because I don’t think the Government is sure. In the past we had 
clarity, not now. (P11W) 
 
However, there was a more positive view of the Government’s role in giving 
direction to HE leadership: 
... to be honest, I am quite excited that the Government appears to 
support us in so many ways. Let me think; for example we are given a 
fabulous campus in which to work and since I joined, I have been 
encouraged to study more, to improve my own qualifications and the 
Government is really investing in us and encouraging us to live up to 
the life-long learning mantra that is often spoken to us. (P6E) 
 
Interestingly, this comment was from an Emirati national, so the data 
here would appear to point to a more positive outlook expressed by that 
group as opposed to the expatriate population. 
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Brief mention was made by two participants that HE funding levels 
need to be seen to support the narratives surrounding HE development. It 
was felt that the funding may be available, however the ways in which the 
money is apportioned is unclear. In support of this perception, comments 
from one participant (P12I) illustrated the type of doubt that some 
practitioners had regarding funding levels: 
... there seems to be money for elaborate conferences where 
international guests are invited at [The College’s] expense. But when 
we try to get funding for ourselves to attend international 
conferences, that seems to be a problem. 
Another participant was more concerned about the technology 
infrastructure:  
My view is that we need to go back a few years, say five or seven 
when our technology was impressive to be honest. I am referring to 
the technology that we as educators had at our disposal and the level 
of technical support we had was second to none. I was really 
impressed when I first come to work here. I would also like to mention 
the PD [professional development] that we were exposed to was 
great. No more than that, it was exciting and to be honest inspiring. 
We could really try out new things that we were encouraged to use in 
our teaching. What has happened to that? If I can answer my own 
question, I think that the funding has been cut, or has not been 
allocated to the teaching and learning function of the College. (P15W) 
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The data here is rich, and while overall funding as such is not an issue 
that emerged from the data, there were many concerns that funding 
allocations was driven by external factors such as the need to be 
internationally recognised and to be seen to be capable of taking a place in 
the global HE sector. 
 
4.5.1.1 Discussion of the Role of Government 
The need for a job-oriented HE curriculum was identified as a priority as the 
UAE Government recalibrated its HE provision (UAE Government, 2010, n.d.). 
This strategic goal is supported by Al-Ali (2008) who discusses the UAE labour 
market, stressing the need to develop Emirati nationals’ workplace skill set. 
Haukka (2013) discusses empowering students focussing on high school 
pupils, there is mention of the need to transition young learners into the 
workplace, HE has a prominent role to play in this move to build requisite 
skills. Therefore, given the context of the UAE, Haukka argues, the UAE’s 
leadership must continue its commitment to working with the education 
sector by “investing in self-reliance through education...” (p.30). Mourshed, 
Farrell and Barton (2012) point to the challenges faced politically, socially and 
economically by other Arab nations when there was no solid response by 
government to youth unemployment. Wirba (2017) takes a more nuanced 
view of government by considering the challenges of moving to a knowledge 
economy. Here, the author looks at the dilemma facing governments 
between the change in employment needs and increased social 
 199 
development. Both these issues characterise the UAE and must be 
considered when strategising HE development.   
The data from this study showed that the issue of government having 
a strong role, and being seen to have a strong role, in HE growth and 
development was essential. There was a perception that the UAE 
Government must provide conditions whereby Emiratis are able to realise 
their collective and individual career potential, particularly within the private 
sector, now that the HE sector is being reformed. It is from this position, 
according to the participants, that the Government must strategise the most 
effective ways to integrate the Emirati population into the workforce in a 
sustainable and productive manner.   
 
4.5.2 Government Initiatives 
Of the many government initiatives, the theme that emerged most strongly 
from the data was that of Emiratisation. This UAE leadership initiative has a 
single goal of achieving the UAE population’s meaningful employment in both 
the public and private sectors. This topic has also been explored in Chapter 2. 
 
4.5.2.1 Emiratisation 
This theme was a topic with which all participants were familiar. All 
participants discussed Emiratisation and their comments were unprompted 
as there was no direct question related to this Government initiative. This is 
such a pervasive phenomenon in this context that it could not be ignored as a 
theme relating to Government actions with respect to HE activity. For the 
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purpose of this study, there are two ways of looking at Emiratisation. The first 
is as a dynamic feature of the employment strategy of the organisation under 
scrutiny as the number of Emiratis joining the teaching faculty grows and, 
secondly, reflecting that The College’s leadership increasingly consists of 
Emirati nationals. 
When discussing Emiratisation in relation to government 
expectations, one of the participants discussed the changed demographics of 
senior management: 
Emiratisation is a national priority... so that’s a government decision 
to Emiratise the government sector. So this was something that was 
waiting to happen... (P1W) 
 
Two participants introduced ‘quality’ into the discussion by linking the quality 
of academic employees being attracted to a more directed, rules-bound 
organisation:  
As more Emiratis join the teaching faculty there is a move towards 
more accommodation of their culture and I feel that this is impacting 
the students. I feel that they have a renewed confidence that they can 
take advantage of the fact that their culture is being recognised in a 
way that has not been obvious in the past. In fact I can say that I have 
actually observed this change in my dealings with the students when 
they say things like, Miss Salama [name pseudonymised] told us that 
we could… (P4I) 
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Whilst this participant explicitly mentioned students’ changed 
behaviours within the organisation, others alluded to this, albeit without 
verbalising their opinions. This could be due to the fear that to disclose one’s 
feelings and opinions on such matters (even although assurances had been 
given regarding participant anonymity), could result in offense being taken by 
those in authority. This is symptomatic of the environment in which an 
expatriate employee must operate.  
A key feature of the development of The College has been the 
increase in Emirati nationals at the upper levels of management, both at 
wider system and local college levels. This theme emerged quickly as the data 
was analysed and was noteworthy in terms of understanding why change is 
viewed as such a complex part of The College’s development. Comments such 
as those listed below illustrate participants’ views on the evolving nature of 
the organisation’s leadership.   
I think that the first obvious change is that at the upper level of The 
College... it’s been Emiratised so that all of the executive positions are 
now Emirati… (P10I) 
 
There’s a few token expats at the very high level… (P1W)  
 
These comments are typical of the observations made by all participants as 
they reflected on what they considered to be the reality of the individuals 
charged with the governance of The College. However, the following remark 
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by a recently appointed employee who took are more philosophical view of 
the leadership was insightful: 
My view, as someone who has been employed for a short time, is that 
the expats [expatriates] are struggling to deal with change at the top 
[top of the leadership hierarchy] because until now they have been 
able to understand the culture of the leadership as it more closely 
reflected their own cultures. For someone like me [recently employed 
within the organisation], it is not such a shock. This is the only 
leadership I have known. I can deal with it. (P12I) 
 
All participants who discussed Emiratisation in relation to leadership 
recognised that this trend is becoming evident throughout the UAE and is a 
Government strategy which is inevitable as the nation matures. Such 
comments illustrate the impact Emiratisation is having on HEIs’ practice and 
behaviours.  Although as this is a relatively new feature of HE practice, it was 
suggested that the full effect has not yet been felt.   
 
4.5.2.2 Discussion of Emiratisation as a Government Initiative 
Nationalisation of the indigenous workforce by means of Emiratisation is 
considered by the participants to be a natural part of the development of the 
nation. However certain challenges were highlighted, namely that the 
capacity of the Emiratis as a population to fill the roles as they become 
vacant or are created as part of any new organisational structure is just not 
there at the moment. It was felt that this was one of the reasons for the 
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organisation’s senior management to be ‘Emiratised’, followed by a process 
of cascading the strategy down the organisation, filling posts as and when 
they become available. However, Thompson and Wissink (2016) argue that 
there many barriers to the successful implementation of the Emiratisation 
policy, remarking that “the issues of Emiratisation are complicated and 
cannot be solved based on the use of employment quotas” (p.7). This 
supports some of the issues emerging from the data, namely that 
Emiratisation, although a high priority Government initiative, is not without 
its challenges while allowing the study to discuss the impact Government has 
on HE activity. Al-Ali (2008) places Emiratisation in the context of providing 
job opportunities to Emiratis and supporting them to operate effectively in 
the workplace.  However, Al-Ali also found when researching business and 
public sector executives that attracting and retaining UAE national employees 
was a challenge. This is borne out by the findings of this study as many of the 
participant spoke of the turnover of Emiratis both at practitioner and 
leadership levels. This is detrimental to government strategic plans for the 
national population to play a significant role in growing the UAE economy 
(Emiratisation.org, 2013; UAE Government, 2010, n.d.). 
A study of The College’s jobs portal revealed that many of the 
technical-level posts are offered only to Emiratis and this is seen to be proof 
that there is a concerted effort to bring the native population into the HE 
workforce (The College website, n.d.). The irony here continues to be an issue 
from the participants’ perspective as they pointed out that in order to secure 
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a place in the global HE sector, there is a growing dependence on foreign 
(expatriate employees). 
From this can be deduced that if the HEI is to meet the national 
priorities of Emiratisation, there needs to be a shift to employing more 
Emiratis, particularly as professional practitioners within the organisation’s 
teaching and learning function. The prevailing opinion was that these 
contradictory issues could only be reconciled if there was an understanding 
by political leaders that in order to succeed in building a strong knowledge 
economy, government initiatives must reflect this strategic national goal. The 
search for economic growth, facilitated by HE with a largely Emirati 
leadership, requires political belief in other actors within society as well as a 
new development paradigm. 
 
4.5.3 Government Policy 
Participants tended to speak in general terms about government policy. 
However, when they were directly questioned about their level of knowledge 
concerning policy, they reflected and presented a variety of perspectives on 
policy that actually impacted HE and the degree to which this had effected 
change in The College.   
Policy decisions are by nature top-down and this was recognised by 
most participants as they reflected on the impact of change, however the 
origins of change initiatives were questioned and this was often linked to the 
lack of transparency characteristic of an autocratic style of national 
leadership. All participants had experience of implementing change in some 
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form as a result of policy changes and all mentioned the challenges faced 
when there was no clarity as to the origins or end point of such change. There 
were a high number of change policies being introduced by a government 
seen as keen to join a globalised, knowledge-based economy, while many 
participants made connections to their own cultures as they reflected on the 
different methods of approaching and enacting policy changes. 
There was also general discussion on the commitment of federal 
government to invest in HEIs: 
I do wonder about the commitment of the government to really 
improve HE as the budget seems to be easily reduced. Although it is 
difficult to find statistics to support what I am saying. I have been 
involved in research where we have attempted to analyse education 
and the funding figures are not easy to find, or the figures are 
presented in such a way as to make analysis difficult. (P8ME) 
 
Seven participants made the point that government policy is being 
driven by a desire to secure a sustainable place in the global economy. This 
viewpoint could be one of the reasons that decisions being made at 
government level, significantly impacting HE activity by requiring leadership 
to stretch its mission and vision in ways that are not always conducive to 
improving the quality of education.  
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4.5.3.1 Vision 2021 
No present day study into UAE HE would be complete without reference to 
Vision 2021, although, interestingly, participants’ knowledge of this initiative 
varied. All participants knew of the existence of policy and did bring their 
thoughts of its impact into the conversation. However most of them, 11 of 
the 15, made only a cursory mention of this long term government strategy 
in support of their comments on national priorities being focussed on 
developing economic competitiveness, strengthening national identity, and 
growing the health and education sectors. Other participants (27 percent or 4 
of 15) related their comments about HE and The College to the changes 
taking place regionally and internationally when they referenced Vision 2021. 
One participant’s comments were typical of those who had no real affiliation 
to Vision 2021:  
... I have heard of 2021, but I am not sure of the actual vision that the 
government would have in relation to education. I mean, there is no 
clarity and we never discuss [Vision 2021] at work. You would think 
that a vision like this, if the Government was serious, would be in our 
faces, or should I say given a higher priority in our everyday lives in 
The College. (P3W) 
Another participant offered a more insightful response: 
We are beginning to hear more about Vision 2021 in the print media 
and when I am online I find that many of my links take me to 
something that refers to 2021. (P10I)   
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This particular participant stopped to reflect and then continued with a more 
considered view of why there seemed not to be more information available 
on Vision 2021: 
Now that I am thinking about this issue, I realise that when I am doing 
some of my own research, I am going to quite specific sites and 
sources of information, that is when I find information relating to 
Vision 2021. This is making me ask why there is not more about this 
important initiative available to us as educators as higher education is 
given a certain priority... (P9W) 
 
Even the language used here is informal, suggesting a lack of seriousness 
being applied to this Government initiative. This could explain why there is no 
obvious buy-in from this person in particular and from other participants in 
general.   
 
4.5.3.2 Discussion of Government Policy  
It could be concluded from these results that for a vision devised by the 
Government to be given the priority expected of a substantial national policy, 
then more in the way of communication is necessary. The fact that many 
professional practitioners within this setting are not too familiar with this 
crucial strategic policy could be cause for concern. Disquiet on the part of the 
Government would be understandable as HEIs have been charged with the 
responsibility to enact this policy’s main features. Perhaps an ongoing 
marketing campaign would help solve this lack of awareness on the part of 
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professional practitioners in a high profile HEI. The type of comments made 
demonstrated that there was an understanding that The College could not 
expect to operate in isolation when implementing Government policy as 
accountability is now a growing feature of HE operations (Mourshed, Farrell, 
& Barton, 2012; Schmidt, 2008, 2009; Thompson & Wissink, 2016). There was 
also a real understanding of the Government’s intention to balance economic 
and social development and to underline that these aspects of a developing 
nation must be combined in a sustainable way so as to produce the desired 
results of economic growth, political stability, and a work-ready national 
population (UAE Government, n.d.). 
 
4.6 Organisation Theme 
For the purposes of this study, the HEI organisation will be studied from the 
perspective of institutional identity as constructed by internal actors, 
organisational change and its impact, leadership issues, communication 
issues within the organisation and, finally, consideration will be given to The 
College’s possible future direction as it reforms.  
 
4.6.1 Identity 
The College is perceived to be confused as to its identity, which is the 
overwhelming opinion of the participants, who all commented on a loss of 
identity and direction. Confusion as to the future positioning of The College 
within the UAE HE landscape was evident in much of what was said during 
the interviews with six out of the 15 participants expressly stating that if The 
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College leadership wished the organisation to be sustainable, then its vision 
must be honed so as to provide clarity to all stakeholders.   
Three of the participants were noticeably frustrated that when 
dealing with individuals external to the institution (employers mainly) there 
was much confusion as to the make-up of the student body with respect to 
the skill set with which they would graduate. It was remarked that 
‘vocational’, ‘applied’ and ‘academic’ all seem to be terms used 
interchangeably by the leadership and this, the participants observed, led to 
a degree of antipathy at times, adding to the confused state that exists with 
regards to the implementation of change.   
Although the mission and vision statements have been revisited each 
time there is a significant change in the organisation’s direction, there still 
exists, according to the participants, an element of confusion as to the 
institution’s planned direction. The College’s strategy documents offer 
information as to its future direction and provide statements as to the steps 
by which the strategic goals will be achieved, however, there remains 
confusion as to the organisation’s exact vision. Despite this, there were 
positive notes in some of the comments, with participants saying that they 
could understand the origins of the change taking place:  
... we are trying to change the image of The College... (P12I) 
 
I think what the organisation itself is trying to do is just trying to not 
become dated. (P1W) 
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I understand why they are trying to change and to make it so quickly... 
but what they, by that I mean the senior leaders, need to understand is 
that to be successful in any sustainable way, then clarity needs to be 
provided as to what we actually are as an organisation. In my opinion, 
the top management are not clear about our identity. They seem to 
want to be everything and to provide solutions to all of the economic 
problems. That is just not possible as we educators know. (P3W) 
 
When prompted to expand on this answer and to clarify what is meant by 
“provide solutions to all of the economic problems”, this participant reflected 
and went on to say that as the UAE is attempting to establish itself as a 
serious contender in the global environment there is a demand being placed 
on HEIs to produce work-ready individuals, however there is no consideration 
that change of this nature takes time to become effective. 
 
4.6.1.1 Discussion of Identity 
These comments underline that thoughts about change and the need for 
change were shared by all participants, however the perceptions of change 
and its level of acceptance varied. A common topic for discussion (by 60 
percent, or 9 of the 15 participants) concerned the wider socio-economic 
dimension in that dependence on oil was waning, therefore a change in the 
focus of HE was an inevitable result as the economy attempted to recalibrate.   
Gioia and Thomas (1996) help us to understand the complexity of 
change in relation to establishing an identity. Although this study was carried 
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out two decades ago, the issues can be seen to be similar. As Gioia and 
Thomas claim: “Central to the top management team's perceptions of the 
organization are the notions of identity and image” (p.3). This provides a 
basis for understanding the current position of The College and confirms the 
confusion to which participants point in their comments with respect to 
identity. It would seem that leadership provides a vision and a mission 
statement, but does not communicate (or make available) their strategic 
plan. 
The participants were generally of the opinion that The College was 
slow to establish an identity that could be recognised by all stakeholders due 
to the many changes of senior management (discussed earlier in this chapter) 
and also that there seemed to be confusion as to the actual role of the 
institution. With numerous changes of direction (according to 73 percent, or 
11 participants) coupled with the changing nature of the economy as it 
transitions to knowledge-based activity, there will be a period of time when 
uncertainty is the dominant feature of this reforming HEI. The central point 
around which these issues of confused role and image are established is the 
underlying notion that The College’s identity needs to be clearly 
communicated to all practitioners and to be explicitly stated in terms of 
mission and vision. 
   
4.6.2 Changing Organisation 
All participants agreed that change was taking place within the organisation. 
This was evidenced by many of the comments made throughout the 
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interviews with participants focussing on both internal factors and external 
pressures impacting The College.   
 
4.6.2.1 Internal Factors 
Internally, the common theme was that leadership was either unclear about 
the organisation’s direction or was not communicating this to the 
professional practitioners. The concerns expressed by one participant (P13E) 
were typical of the focus placed on the confusion arising when the 
organisation’s direction is unclear, or certainly not communicated clearly: 
... my issue is that I have worked in this organisation for more than six 
years now and am becoming more and more confused as to what we 
are trying to achieve. When I asked … my line manager what the 
priority for my course is, he either was not clear or did not want to 
commit himself. I had been asked to redesign my course and from the 
course descriptor I had been given I was confused as to whether I 
should focus on the research aspect of the final project or should I give 
more credence to the development of skills that would help the 
students in the workplace, I really didn’t know. It was almost as if the 
person who had created this new course descriptor did not have a 
background in the subject. I would like to mention that I was not asked 
for any input.  This really is not helpful when I am trying to do the best 
work I can and to give the students a good experience. (P13E) 
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This was a specific issue of concern to this particular interviewee, however 
there were other more general comments, for example concerning 
organisational-level issues: 
The leadership of The College really needs to consider us, those of us 
who are trying to educate the students. I mean those of us who are 
involved with the students on a day-to-day basis and who are trying to 
operate within an environment that is constantly changing. By 
environment I mean that the courses seem to change each semester 
and the programmes of study are continually being revised. Anywhere 
I have worked in the past has issued the students with a programme of 
study on day one and this is what the students follow until they 
graduate. It was clear for the students and for us as professional 
teachers. Here in [The College] it is getting more confusing and I find 
that I am constantly apologising to the students as to the changes that 
are taking place. (P4I) 
 
This participant’s frustration was palpable as she expressed her experience in 
terms of being unable to give the students the education they deserved. This 
type of comment was common and underlines the many issues that HEIs are 
facing in this context as the leaderships struggles to implement Government-
level strategies. 
The commonly held belief expressed by twelve of the fifteen 
participants was that The College’s leadership was merely enacting the 
directives handed down from leadership at the system level (which has 
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overall governance responsibility), which in turn were ratifying Government 
decrees . Whilst it was recognised that this was not uncommon in this 
context, according to the participants there appeared to be little 
understanding of the impact on the core business of teaching and learning. 
Participants conveyed their concerns in this respect as they reflected on the 
real impact of such lack of clarity, with this comment illustrating the 
difficulties experienced by professional practitioners: 
... as I think about this question, I realise that my teaching has really 
suffered. When I think back a few years, I realise that we used to 
facilitate learning in a more holistic, integrated way. Our projects were 
more authentic and industry-based and we were encouraged to work 
more with industry. I enjoyed working with industry experts and our 
students often found employment as they were encouraged to make 
connections as they interacted with people working in industry. I can 
see that our [The College’s] leaders must implement what the 
government wants, but there should be more interaction with us as 
professionals and we could find a solid way through these changes. 
(P1W) 
Another participant was more specific pointing out that: 
The Government, of course, must introduce changes to our education 
system if we are to move forward and become a part of the growing 
global economy. That in itself is exciting, however, the reality is that 
not much thought is being put into how we actually implement what 
the government wants. Are we clear about what the government 
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wants or are we just introducing another policy because we have to? 
Of course when I say ‘we’ I mean our managers and our leaders.  I 
realise that they as a group have to do what the government wants, 
but really, we need them to be creative and thoughtful. Ironic that we 
are supposed to encourage creative thinking, but we are expected to 
just accept... (P3W) 
 
Perceptions articulated by most of the participants showed that they 
believed that The College’s leadership was confused, leading to an even more 
confused set of practitioners. The lack of clarity was of real concern and was 
expressed in various ways by all participants as they grappled with the impact 
of change on their own individual practice.   
There was discussion (explicitly by five of the participants and more 
implicitly by others) about the lack of communication and the ways in which 
this fosters a degree of scepticism within the organisation as to the 
leadership’s intentions. Often presented as compounding the issues 
surrounding communication, the problem of lack of transparency regarding 
the leadership’s actions and intentions implied a change in organisational 
behaviour considered to be detrimental to progress. Interestingly the 
participants who were decision makers within the organisation also 
highlighted this organisational lack of communication and transparency. Two 
of this group discussed the fact that they experienced a ‘never ending’ (as 
P7W stated) list of directives, all of which must be implemented within short 
timelines with little explanation regarding the decision’s background or the 
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rationale for implementation. Such a concern was eloquently noted by 
(P5ME): 
Normally I am positive and I have been working in this type of 
environment in the [Gulf Arab States] for many years, so I know what 
to expect. Although this situation is now becoming so difficult and so 
unmanageable in so many ways. I am expected to manage a team and 
to implement decisions with no understanding myself of what is 
happening or why. This makes building a team based on trust very 
difficult. My team ask ‘why’ and I have no answers and when I try to 
find answers it is often taken as being negative. An organisation, 
particularly an HEI cannot grow in a sustainable way like this. One of 
the real challenges I face in my work is when students come to me for 
answers. What can I say? 
 
This situation often resulted in conflict situations with team members as they 
viewed such authoritative directives as unnecessary and counter-productive 
regarding their roles as educators. Whilst it was understood absolutely by 
participants that this authoritative style of management is characteristic of 
the UAE’s broader leadership style, links were often made by the participants 
between the issue of unclear channels of communication and a perceived 
lack of transparency. 
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4.6.2.2 External Factors 
External pressures were accepted as affecting the organisation and were 
discussed by most participants (80 percent or 12 of 15) as they recognised 
that all HEIs were impacted by national and global external factors. According 
to the participants, this was inevitable in an evolving global HE sector. 
One participant (P13E) talked about the cycles of change, describing 
The College as being in a cycle that is a natural part of an organisation set 
within the dynamic environment that is the UAE while warning against being 
“suspicious of every move by management”. This was not a common attitude 
to the organisation’s situation with most participants being apprehensive of 
the leadership’s motivations as they worked towards taking the organisation 
forward. 
There was an active debate regarding centralisation and 
decentralisation as ten of the participants spent time highlighting ongoing 
changes in such a fundamental approach to organisational operations. 
Confusion was the result according to the experiences of the participants and 
a perceived constant change to basic processes in this way meant that a lack 
of continuity was a real issue. Processes, according to the respondents, were 
not given a chance to become the norm, allowing maverick-style individuals 
(both practitioners and decision-makers) to manipulate organisation’s 
activity. Comments such as the following stress the frustration evident during 
the interviews as participants reflected on the organisation as it transitions 
from one set of changes to another: 
... people are complaining things are not getting done. (P1W)  
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Many of the conversations I hear are about the amount of changes 
with no clear direction. Most people are of the opinion that changes 
are being introduced just to meet KPIs [key performance indicators] 
and not in any way to help improve the teaching and learning. I mean, 
when was the last time you heard pedagogy mentioned? (P7W) 
 
However, one participant (P1W) linked the move from decentralisation to 
centralisation to a response to the wider society’s reaction to perceived 
issues within the organisation, potentially explaining the origins of change 
taking place within The College. This adds an interesting element to this 
study’s findings when such anecdotal actions are seen as driving change: 
My understanding is that central services didn’t have much control, or 
didn’t even know what’s happening in every campus. People have 
complained to the Minister of Higher Education. All of this gave the 
impression that the college lacked discipline. Yes, there was no 
discipline, it was kind of out of control... this is my understanding of 
where the changes came from, there was a sense that things were out 
of control.   
 
Such comments might go some way to providing an insight into the 
beliefs of practitioners, which is plausible in the absence of any real 
explanation as to why large-scale change is taking place. However, it 
becomes evident that anecdotal evidence is powerful when attempting to 
understand organisational response to change. 
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4.6.2.3 Discussion of Changing Organisation 
Experiences of practitioners, as they qualitatively revealed their perceptions, 
have implications for The College as it continues to react to and implement 
the Government’s change policies. The implications relate to building a 
sustainable organisation capable of responding to both internal and external 
forces in a coordinated way, a challenge which is discussed in much of the 
literature around the transformation of HE in a globalised world (Kirk & 
Napier, 2009).   
A notable aspect of this theme is that the concern was expressed as to 
the lack of involvement expected of certain actors within the organisation. 
The fact that The College’s leadership was seen to be simply endorsing all 
Government policies, with little or no effort made to involve the 
practitioners, was seen as hampering not only the rate of change but also its 
quality. Much of the data showed that there was a real need for the 
leadership to understand the value of employee engagement with 
organisational change (Al-Haddad & Kotnour, 2015; Appelbaum et al., 2012).   
Rees, Althakhri, Mamman, Metcalfe and Mimouni (2012) have studied 
organisational change in the Middle East and found that leaders played a 
crucial role in the implementation of change.  Establishing a clear vision and 
new value systems while adapting systems to provide an environment in 
which the desired change can take place were all facets of a changing 
organisation that they found to be essential and applied to both public and 
private sector organisations. Kezar and  Eckel (2000) have considered the 
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impact that culture can have on organisational change.  By analysing six 
institutions, Kezar and Eckel examined institutional culture and the ways in 
which it connects to change while looking at organisational cultural norms 
and how they could be impacted by change. It was found that to ignore the 
prevailing culture within the organisation led to unsuccessful change. This is 
in agreement with concerns put forward by the participants in the current 
research where comments often focused on the need to understand why 
processes were in place. Much frustration was voiced by the participants 
regarding the implementation of change processes.  
Change is an abstract term until context is provided, therefore finding 
a framework within which to place the results of this research presented 
some challenges. However, the dynamic nature of Clark’s model offered a 
means to understanding the stages in the relationships between the internal 
stakeholders in an HEI, particularly in this context. In support of the approach 
of this research is the way in which internal actors can be engaged in the 
change process. Schein (1996) informs us that Lewin (1951) was concerned 
with recognising where areas of conflict could arise within an organisation 
during the change process. Thus providing a valuable insight into The College 
as it grows into its new place within UAE society.  Lewin’s model can be 
applied to both the organisation and to the wider society, mirroring the 
position that exists in the UAE and HEIs in the UAE (UAE Government, n.d., 
2010). Looking at the actors within the system and building an understanding 
of the perceptions participants have of the drivers of change allowed for this 
framework to be applied (Lang, 2017).    
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4.6.3 Leadership  
It should be mentioned at this point, in the interests of clarity, that when the 
terms senior leadership or governance are used in this study, reference is 
being made to the Chancellor and Vice Chancellor level. When the term local 
is used to describe leadership, this refers to The College level. More detail 
than this will make identification of the organisation quite simple which 
would break the ethics agreement signed with The College. 
Changes in leadership at the most senior levels was a key theme 
running through the comments of interviewees, regardless of their tenure or 
position in the organisational hierarchy. As an issue, leadership was 
considered to be key to the organisation’s success. Changing the personnel 
leading the organisational system was spoken of in many guises as 
participants reflected on their experiences of operating within a reforming 
HEI at a period of fundamental change. Insightful comments from many 
participants revealed the concerns many have regarding the organisation’s 
sustainability if senior leadership level change as frequently as has been 
happening in recent years. This degree of unease is best summarised in the 
comments of one of the participants who has been with the organisation for 
many years as a professional practitioner:  
... at this point decision making at the top levels has slowed down 
considerably... things are at a complete standstill, given the nature of 
the management changes which were enacted, I think a year or two 
ago. The Campus Directors no longer have authority within their own 
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domains, everything is centralised now, that has made everything very 
slow...  (P4I) 
Some respondents took a more philosophical view of this aspect of senior 
organisational leadership: 
If you feel everything is coming from outside, you have no input, 
especially if you disagree with it. You will encounter resistance. If 
people don’t agree to change some will resist and try to make it fail.  
As a manager it is my role to convince people that this is good.  Yeah, 
that’s part of the organisational change process. Getting people’s buy-
in. You have to convince them. If you get their hearts and minds, oh 
my goodness it makes all the difference. (P5ME) 
 
The importance of leadership was undisputed amongst the 
participants as they reflected on the change management process they had 
experienced, however there was no consensus as to the most effective way 
in which senior leadership could bring the organisation together to go 
forward in such a way as to prove their commitment to expediting the 
organisation’s growth and development.   
 
4.6.3.1 Discussion of Leadership 
It is pertinent to point out at this point that interestingly, shura as a 
leadership approach, typical of the Arab-Islamic context of this inquiry, did 
not emerge in the data collected. The fact that no direct question was asked 
about leadership or leadership styles could be put forward as a reason for 
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this lack of articulation of this most important aspect of Emirati leadership. In 
addition, given my identity as a Western, expatriate, figure at The College, 
this may have precluded some participants, both Emirati and non-Emirati, 
from discussing shura as a leadership culture with me. Notwithstanding this, 
shura is central to Islamic leadership and is an important influence in 
organisational leadership, underpinning decision making in this and other 
similar contexts (Al-Ali, 2014; Brooks & Mutohar, 2018). However, during this 
research shura was not discussed as may have been expected given the 
research setting. This may change as the new Emirati leadership establishes 
itself as the norm over the pre-existing ‘expatriate’ style, i.e. a leadership 
based mainly on people from Western backgrounds. 
Experiences of leadership and changes to The College’s governance in 
terms of changes to senior leadership positions being filled by Emiratis, was 
described by the participants as being the issue that most concerned them 
during this transformation phase of the organisation. This was not taken as 
an opportunity to present only negatives, however there was much said 
about the need for the UAE’s leaders to recognise that in order to grow and 
sustain a nation, HE leaders are critical to the success of that process. Indeed 
Bin Taher, Krotov and Silva (2015) highlight the crucial role of leadership in 
any change process while Al Yahya (2009) stresses the contextual nature of 
change, providing a basis for viewing the role that leadership plays in 
establishing change within The College. The work of these scholars also 
provides a basis for an improved understanding of the ways in which HEIs’ 
leaderships work with government, particularly in the context of the UAE. 
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The view was that as global issues are increasingly impacting UAE HE 
activity as it expands into the global marketplace, more credence should be 
given to the role that HE leaders play in the implementation of government 
wishes by strategising the future direction of the organisation in a cohesive 
way (Rees, Althakhri, Mamman, Metcalfe, & Mimouni, 2012). Over the past 
twenty years in the UAE, socio-economic transformation has taken place 
alongside political transformation and this fact is perceived as a major 
contributory feature of the evolving nature of the governance of The College. 
The rate of change in this society is recognised as rapid and dramatic as the 
nation moves from its dependence on oil to a knowledge-based society 
capable of being compared with long-established nations. However there is a 
conflict, according to the participants, in that the focus has never been 
planned taking all factors into consideration nor has it been articulated to 
those operating within the organisation. It is evident from participants’ 
comments that the transformation of HE in this context could have been 
much more effective had the plans been more strategic in nature and 
decision-making more inclusive. This issue of collaboration was articulated by 
many as a real obstruction to progress and from this it can be deducted that 
there is a high level of frustration with the perceived lack of consultation with 
practitioners as to how best to implement change. Indeed, it was mentioned 
by many that to take ownership of organisational activity would have been 
possible had there been involvement of practitioners from the beginning of 
the process.     
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This finding demonstrates that a coordinated approach to reforming 
an organisation cannot overlook the importance of leadership working in 
collaboration with practitioners and to base change on proven results derived 
from research. Ironically, one of the stated goals of the reframed 
organisation is to be more focussed on research. To this end there has been 
much movement on this issue with funds being ring-fenced for approved 
research projects. Another anomaly is evident in the process of taking The 
College forward in a sustainable way. This opens up many routes for possible 
future research topics following on from the subject of this research study.   
There has been much written about change in HEIs but there is little 
as to the effectiveness of leadership in change management in this context of 
UAE HEI, particularly set against the backdrop of globalisation. 
 
4.6.4 Communication 
Providing a clear, unambiguous message is important to the successful 
introduction of any initiative in any organisation, when is particularly true 
when change is taking place within that organisation. This theme emerged in 
many guises during the interview process with most comments portraying a 
negative account of individuals’ experiences:   
... but that vision was not communicated. (P11W) 
... it come out of nowhere. It was a communication problem. (P2W) 
... and that’s what’s missing. There’s no communication with the 
students, they are in a worse situation than us. (P2W) 
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... we had no communication between head office and campuses or no 
communication between leadership and faculty or between students 
and management. If this continues, the trust will be gone. People will 
be gone. We will have fewer student admissions. We will have reduced 
funding and that lower funding would force us to shut down some 
campuses and eventually the organisation will suffer, so much so that 
it will be difficult to recover. (P1W) 
 
The essence of what was revealed during the interviews was that 
communication is vital to the success in general of an organisation, 
particularly so to the successful implementation of change within the 
organisation. The building of trust among the many relationships that come 
together to form an organisation depend on open and ongoing 
communication. All participants contemplated the importance of 
communication as it emerged as a response (or part of a response) to change 
and they all appeared to truly reflect on the importance of communication 
during the change process that they have experienced during their time in 
The College. 
    
4.6.4.1 Discussion of Communication 
There is much evidence that the issue of communication was an area which 
provoked animated discussion. All participants mentioned communication to 
some degree and all couched this aspect of organisational life in negative 
terms. This is in part due to the multicultural nature of operating within this 
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environment, where a mix of cultures results in mixed expectations and 
communication is always experienced relative to one’s culture. In this 
context, and as Mahboob and Elyas (2017) discuss, the “sociolinguistic 
context” of language is important (p. 20). Understanding the complexities of 
diverse cultural groupings all coming together to connect and interact, as 
they do in The College, will make communication more effective (Mahboob & 
Elyas, 2017; Zahran, Pettaway & Waller, 2016). Two participants suggested 
that this aspect of organisational behaviour needs to be better understood by 
the leadership and that a system of communication should be put in place 
which is clear and accessible by all. 
 
4.6.5 The Way Forward 
I would have loved the senior management, before implementing any 
changes to have toured all the campuses and to have had open 
discussions with everybody: faculty, chairs even students... to have a 
strategic plan, maybe phased in over a two year period where every 
semester we focus on one aspect only... but it seems that they wanted 
to do a lot of things all at the same time and very, very fast. So for sure 
a lot of it didn’t go well. (P5ME) 
 
The response above illustrates the frustration felt by many of the 
participants, namely that when it came to change implementation, the 
leadership were perceived as unconcerned that the impact of many changes 
taking place simultaneously would have on the practitioners within the 
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organisation and on the reputation of the organisation as an HE provider. It 
was articulated by the same participant that the actors within the 
organisation were engaged in: “an ongoing struggle to implement ill-defined 
strategies...”, all of which points to the desire within the education 
professionals to see a clearly defined set of strategies to take the 
organisation forward in a sustainable way. 
Many of the participants expressed thoughts on their view of the 
future of HE and of The College in particular when they were asked to 
consider the drivers of change. All interviewees made reference to the 
absence of any real strategy being explicitly documented. One participant 
(P4I) stated: 
Don't we have students’ success at the forefront of all we work 
towards in HE? What are we making these changes for? Who are 
making the changes for? For the students and also, I think, for the 
development of the country. It’s clear to me, but it doesn't look like 
that's the main reason.   
 
4.6.5.1 Discussion of the Way Forward 
It must be stressed at this point that, whilst the comments appear at first to 
be negative, many of the responses provided by the participants were 
couched in language that communicated that they as professional 
practitioners are trying to understand why fundamental change is taking 
place within The College. As educators, the interviewees were, unsurprisingly, 
focussed on professional development, research collaboration opportunities, 
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academic programme design and student engagement. These aspects of HE 
activity are those which affect the lives of professional practitioners.   
The participants predicted that the future direction of The College 
would face many challenges unless there was a cohesive approach to 
organisational change. When asked to consider the factors that were 
impacting The College, many focussed on the UAE’s social modernisation and 
economic diversification, issues which had recently been a Government 
focus. This is likely due to the fact that much has appeared in the media 
about these issues and connected initiatives such as happiness, innovation, e-
government, smart city; all ambitious government initiatives which surround 
those of us living and working in the present day UAE (UAE Government, 
2017; AE Government, 2018; National Program for Happiness and Positivity, 
2018). How this manifests itself in the reform of HEIs is yet to be realised, 
however there is much to applaud in the role of the Government as it strives 
to take this emerging nation forward. Proactively strategising for a post-oil 
future is a national priority underpinned by a recognition of the need to build 
a knowledge-based economy. Aligning HE activity continues to be a 
Government focus for all levels of activity, not only in terms of funding but 
also regarding expectations. 
 
4.7 Summary 
This research has discovered that professional practitioners operating within 
an HEI in the UAE are experiencing the transformation of the organisation 
from a variety of qualitative perspectives. The results of this research show 
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that professional educational practitioners perceive the change that is taking 
place in their HE institution to be multifaceted and driven by both internal 
and external influences. The viewpoints that emerged from the interviews 
are the result of individual participants placing a degree of priority on the 
importance of each of these influences or drivers of change. However, these 
perceptions from informed individuals are undeniably connected as each 
participant is viewing the same change factors simply from a different 
standpoint (Hofstede, 1984; Hofstede, Hofstede, & Minkov, 2010; Hofstede 
Insights, n.d.).  
This study has produced interesting results that can be applied to the 
model of ‘coordination’ proposed by Clark (1983). This model provides ways 
of looking at the complexity of HE systems by considering the forces which 
come together to produce a viable HEI. Application of this framework allows 
for the comparison of HE systems which means that it offers a degree of 
consistency should this study be replicated in different systems.  
An interesting aspect of this research was the scope it gave to 
considering the impact that changing government priorities would have on 
HEIs’ core business. This was not the original intention, but it soon become 
evident that wider change factors were at play according to the perceptions 
of the individuals who provided the qualitative data for this study. 
One of the most interesting aspects of analysing the results of this 
study was that ‘globslisation’ cannot be taken in isolation when considering 
the impact on the HE organisation. There needs to be a wider, macro view 
taken of change influencers and factors on which an HE system is dependent 
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when engaged in a reorganisation process. The participants’ views were not 
focussed solely on the issue of change, but on the wider context. Therefore, 
Clark’s model, adapted as a result of this research project’s data, supported 
by the models of Lewin (1951) and Burke and Litwin (1992) is apposite when 
uncovering the perceptions of individuals as they are asked to consider 
change as it impacts on their working environment.  
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CHAPTER 5:  CONCLUSIONS AND RECOMMENDATIONS 
 
This final chapter discusses the contribution made by this study to the field 
and outlines the implications for practice. The chapter then discusses the 
study’s limitations, presents recommendations and offers a suggested model 
for change. Finally, there are additional suggestions for possible future 
research studies. The thesis then closes with some overall conclusions. 
Higher Education in the UAE occupies a unique place within the global 
education framework, meaning that there is a responsibility to accurately 
represent a system that is being honed to build an educated and globally 
competitive society (Farah, 2012; UAE Government, 2010). Indeed, over the 
past two decades, demands for the UAE to diversify from its dependence on 
oil as its predominant source of income, has meant that economic priorities 
are now in place whereby education is viewed as a tool with which to build 
economic and social development (Nagraj, 2015; Nazzal, 2015; UAE 
Government, 2017).   
 
5.1 Study Contribution  
This research findings have implications for other developing countries, 
particularly those in the geographically close GCC nations. As these GCC 
countries move forward with plans to become competitive in the global 
economy, building a strong HE system has been identified as a main pillar in 
their societal and economic development (Hvidt, 2013; Middle East Policy 
Council, 2017). Furthermore, the educational levels of national populations 
 233 
have been identified as being paramount to the success of these emerging 
nations, particularly as they envision their economies in the post-oil era 
(Baburajan, 2011; UAE National Bureau of Statistics, 2017).  
This study considers the challenges that emerge when national 
governance and policy makers come together to plan the future direction of 
HE, particularly as this sector has been charged with the responsibility of 
underpinning societal growth and economic prosperity (Heard-Bey, 2005; 
UAE government, n.d.). It is hoped that this research will provide new 
knowledge regarding the ways in which global forces are impacting HE 
activity. It is further anticipated that the findings will be of interest to those 
bodies interested in transforming HE in other nations where changes to HE 
have been influenced by cultural and religious factors. It is hoped that the 
outcomes could be applied in countries where changes to HE behaviours and 
practices have been slow due to these embedded issues and where 
education change is viewed with suspicion as it is seen to indicate that 
societal change will follow (Bubtana, 2003; Lee, Toufaily & Zalan, 2017). 
This study acknowledges the many interconnected factors which 
characterise the challenges faced by HE institutions operating within this 
environment where moving from traditional social and political structures 
(both within and outside the organisation) is not the norm (Litz, 2011). In 
addition, UAE HE is struggling to achieve the social and economic 
development envisioned by its leadership (Hijazi, Zoubeidi, Abdalla, Al-Waqfi, 
& Harb, 2008) and therein lies the paradox. Although resources have been 
made available to the HE sector, the process of nation building and HE 
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development seem to have taken place as parallel processes without 
substantive dialogue (Al-Ali 2008; Bin Taher, Krotov, & Silva, 2015; 
Forstenlechner, 2008; Haukka, 2013). 
 
5.1.1 Study Relevance  
The study’s findings explicitly reveal that The College is itself in a state of 
change. This process has been ongoing for many years and has impacted all 
aspects of the organisation while the qualitative interviews identified many 
factors as the drivers of this change.   
This study could realistically inform policy at governmental and local 
organisational level with the potential to influence change management 
decisions in HE institutions nationally (Sarker, Davis & Tiropanis, 2010). 
Berdegué and Fernández (2012) discuss the possibility for research to inform 
public policy, thus revealing an opportunity for this study to be of value to HE 
decision-makers at both institutional and governmental level. 
 
5.2 Implications for Practice 
The study’s results revealed a number of significant issues which have been 
examined from a triad of perspectives as put forward by Clark (1983), thus 
allowing for a contextualised understanding (Creswell, 2007) to be formed as 
to the perceptions of practitioners as they strive to comprehend the impact 
that globalisation is having on The College.   
Much of existing research has focussed on the Western perspective 
when reporting on the exporting of policies to the UAE and other GCC 
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countries (Fox, 2007; Olcott, 2009; Wilkins, 2010). However, this absence of 
reliable information provides a genuine space in which to place this research, 
thereby allowing this study’s findings an opportunity to influence future 
policy decisions within the region. An informed perspective on UAE HE 
activity can be provided to those outside the region who may not otherwise 
have an accurate understanding of the peculiarities of this context (Burden-
Leahy; Findlow, 2005).  
The findings indicate that practitioners operating within The College 
are informed and eager to interpret the impact that globalisation is having on 
the development of the institution. This is encouraging from the point of view 
that professional concerns have been raised – and as documented earlier in 
this thesis – regarding the way in which change is taking place and allows for 
policy makers to consider alternative methods of implementation. Bringing 
together the need for improvements in both communication and 
transparency would allow both for a smoother process to be part of the 
development of The College and for increased practitioner ownership of 
change practices. However, it must be emphasised that in this professional 
operating environment, it is not the norm that collaboration will take place 
nor might opinions be sought (Al-Ali, 2014; Brooks & Mutohar, 2018; Litz, 
2011). Such an environment is a characteristic of a society which is collective 
in nature and regulatory in leadership style (Wagie & Fox, 2005), thus an 
interesting juxtaposition exists; the dilemma occurs as some practitioners are 
comfortable with this setting; given backgrounds where a command and 
control leadership style is practised, whilst those from democratic and 
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accountable systems palpably struggle with the lack of interaction between 
leadership and practitioners (Hofstede, 1984). It is to be expected that 
cultural challenges will occur in a multi-cultural context such as the UAE, 
however, and as Orr and Hauser (2008) argue, when exploring Hofstede’s 
work on culture, cultures can co-exist if certain conditions are established by 
the leadership. This thesis recommends that an increased level of 
engagement with professional practitioners could effectively overcome what 
some see as a perceived barrier to efficient change management in The 
College. 
 
5.2.1 Impact Within the Organisation 
It is anticipated that the outcomes of this research will stimulate some 
debate at various levels within The College and in various forums as future 
plans are formulated.   
There is an expectation that those charged with The College’s 
governance will consider this study’s findings useful as they reflect on ways 
to take the institution forward. It is hoped that the findings will be credited as 
a real-time commentary on the situation as perceived by an array of 
operatives within the organisation, allowing for this study to be a resource on 
which strategic decisions can be founded.   
 
5.2.1.1 Communication and Professional Interactions 
One of the main findings of this study was that communication is not 
transparent with decisions being presented as a fait accompli and those 
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affected given no option but to implement pronouncements. This approach, 
however representative of the leadership style typical of this region, results 
in an atmosphere of suspicion and mistrust, a point made vociferously by 
many of the participants. As discussed earlier in the thesis, this situation is 
the result of differences in cultural experiences and expectations (Hofstede, 
1984; Grigorenko, 2007; Schimmack, Oishi, & Diener, 2005; Spencer-Oatey, 
2012). This frustration felt by professional practitioners could be addressed 
by relevant documentation being made available to those who would 
appreciate more information regarding the process of change taking place 
within the organisation (Spencer-Oatey, 2012). A suggestion is that minutes 
of meetings are uploaded to the system intranet, where all employees would 
have access to the ongoing process of change, including a clearly labelled link 
on the system website (intranet portal) giving ongoing updates to the change 
process. If there was a commentary provided as to the background and the 
rationale for change initiatives, then perhaps much of the misgivings as to 
possible intentions would be removed. The benefits here could be twofold in 
that practitioners would gain an understanding of the complexity of change 
management while the leadership could claim to be transparent.   
Another option is to create an open forum whereby individuals and 
groups of individuals could meet with designated members of the leadership 
team to discuss issues. This concept is not unknown in this culture where the 
majilis is used to bring together individuals with a common purpose (Young, 
2014). The idea is adopted in both social (as in families coming together) and 
in decision making situations within the Arab world (Schein, 2004; 2010; 
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Salem, 2009). To assume the formal interpretation of the majilis, a consensus 
approach to decision making could be the way to break down barriers to 
communication that evidently exist at present (Young, 2014). This could take 
the form of a ‘drop-in’ facility where members of the leadership team would 
be available at scheduled times and practitioners would be welcome to raise 
issues and discuss concerns. The challenge would be to ensure that this 
would be a constructive process where both parties took part in a mutually 
beneficial exercise. There would need to a degree of trust to be established in 
such a relationship as to provide a set of guidelines would defeat the purpose 
of this practice. Another option would be for the leadership to ascertain 
certain organisational issues to be discussed with designated times and 
places communicated to all. This latter proposal would, therefore, amount to 
a more structured approach in which discussions could take place and issues 
raised. It is hoped that one of the results of this research would be that 
practitioners would be allowed an opportunity to improve interactions with 
those implementing change as they, as individual and groups of individuals, 
would have a more informed and critical perspective on the factors 
underpinning the changes proposed.   
A more formal solution would be for the leadership to introduce a 
system to reflect the fact that change is taking place and to set out the 
programme of change management including timelines highlighting the 
names of those responsible for each stage of the process. This may slow 
down the process, but would consolidate it as being a concrete institutional 
activity and, if rationales were included, perhaps the result would be more 
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buy-in by faculty and practitioners (Schein, 2004). Multi-discipline teams of 
multi-level (not just decision makers) individuals planning roadshow-type 
information and interactive sessions could be an element of this approach.   
These suggestions are based on many comments offered during the 
data collection process relating to change being initiated but not being 
followed up with many initiatives not being understood by practitioners as no 
rationale had been offered as to the need for such change taking place. 
 
5.2.1.2 Leadership 
It is hoped the leadership, namely those with responsibility for The College’s 
governance, would consider this research as an insight into the global 
challenges impacting change management processes in the UAE. By 
identifying those global issues that are understood to be impacting The 
College, this study’s findings could provide information to help senior 
leadership recognise external factors that are considered, by practitioners 
and decision makers within the organisation, to be influencing The College’s 
development. There should then follow a process whereby these external 
issues could be communicated to practitioners. This is a suggestion that 
would perhaps allow leaders to contextualise change and would establish a 
positive approach to change management (Schein, 2004, 2010; Spencer-
Oatey, 2012). In addition, those interested in developing a deeper interest in 
this aspect of organisational activity could, for example, create a research 
project that would allow informed reflection on practice and the ways in 
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which quality can be aligned with international benchmarking, particularly 
when considering the issue of accreditation. 
 
5.2.1.3 Professional Practitioners 
Individual professional practitioners, both internal and external to the UAE, 
could use this research to gain insights into the situation here in the UAE. It is 
to be expected that academic and professional staff in HE would be able to 
develop an understanding of the nuances of this setting in terms of what 
factors might impact an HEI as it responds to globalisation (Marginson & 
Sawir 2005; Rizvi & Lingard 2000; Wilson Metcalfe & Mimouni 2011), thereby 
allowing a more informed perspective on issues and challenges unique to HE 
in this context. This could be especially valuable to those individuals who are 
new to this setting and who may struggle to comprehend the environment in 
which they now find themselves. 
 
5.2.1.4 Quality of Academic Course and Programme Provision 
As external accreditation is a pertinent issue within The College, there must 
be a concerted effort on the part of the leadership to bring this matter to the 
forefront of all activity within the teaching and learning function. 
Accreditation, often related to quality of course and programme 
provision, was a strong theme emerging from the data and as such deserves 
mention in relation to the support offered to the professional practitioners. 
Educators struggle to implement what is, from their perspective, an ill-
defined rationale for the need for the external validation of academic course 
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provision. Issues surrounding quality arose as participants explained their 
experiences when dealing with numerous demands being made on them as 
course planners and developers. At an organisational level, there was a series 
of events whereby representatives from each of the external awarding 
bodies would personally come to The College to present ideas, processes and 
rationales to both practitioners and decision makers. This type of initiative 
would demonstrate commitment on the part of the leadership to the 
practitioners and allow for human interaction to take place, thus eliminating 
the potential for mixed messages when information is communicated, as one 
participant (P4I) stated, “second hand or even third hand”. If there was an 
ongoing process of interaction between practitioners and accreditation 
bodies it was felt, by those participants who expressly discussed this issue, 
that relationships and continuity of processes could be established.   
Comments were put forward in the spirit of wanting to make this 
aspect of HE activity a success, signalling that a commitment by the 
leadership to engage in ongoing communications would be appreciated. Such 
communication might take various forms, whether face-to-face, virtual, or 
online. This could be a valuable opportunity to exploit new interactive 
technologies (blogs, vlogs) where all interested parties could engage and 
interact. 
 
5.2.1.5 Innovation 
‘Innovation’ and innovative approaches to educational provision at the 
tertiary level was a theme that emerged strongly from the participant 
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interviews. As there is now a culture of innovation being applied to all UAE 
economic activity, the research findings could inform those who wish to 
implement innovation practices in HE, potentially to course provision or 
organisational strategy as a means of realising the goals of building a 
sustainable knowledge-based economy (Byat & Sultan, 2014; Lee, Toufaily, & 
Zalan, 2017). 
 
5.2.2 Impact Outside the Organisation 
One of this study’s underlying expectations is that individuals (researchers, 
leaders, practitioners) in HEIs external to The College will be interested in 
findings that are contextualised but sufficiently detailed so as to spur 
conversations about how to apply such findings in their own particular 
settings. Influencing decisions apropos strategic objectives that could in turn 
achieve growth of the organisation would be a meaningful way of applying 
the findings. In addition, this research could be used by governments and 
leaderships of HEIs in GCC and MENA nations as they develop their HEIs to 
cope with the changing demands of international HE. Together with other 
research, this study could provide a background to global issues as other 
nations strategise and plan. A major advantage of using Clark’s (1983) model 
is that there is scope for changing priorities to be considered as nations 
decide what is to be ascribed greater or lesser significance in relation to their 
economic growth. Additionally, using the models of Lewin (1951) and Burke 
and Litwin (1992) to support the work Clark, this thesis puts forward a 
theoretical framework that incorporates engaging internal actors with the 
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growth of the HEI and takes account of the need to identify external factors 
influencing HE activity. 
This study’s findings revealed the significant global forces impacting 
HE in the UAE. Leaders of HEIs in the wider GCC and MENA regions could 
consider which particular aspects of globalisation are causing their HE 
organisations to shift while Clark’s (1983) perspective makes it possible to 
consider the movements of states, organisations and markets as they 
respond to each other in their specific settings.   
The World Bank (2008, 2014) reports that traditional teaching and 
learning approaches are slowing down the progress of GCC and MENA 
countries as they strive to deal with socio-cultural, economic and political 
challenges. This presents an opportunity for governments and HE leaderships 
to reflect on the findings and take a positive step forward by creating, for 
example, a working party consisting of cross-border representatives with the 
remit to identify leading global actors within the HE sector as well as studying 
their course provision, practices and behaviours. Time and travel issues (visas 
and work permits can be difficult to obtain depending on one’s nationality) 
alongside language may all be barriers to the success of such suggestions. 
However, once explored, there appears another opportunity to engage 
relevant technologies to allow individuals and groups to come together. 
There is in existence certain ‘intranet’ connections and software that have 
been employed to give students ‘virtual learning experiences’ with others in 
different settings. This remains an option to be explored. 
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The next step would be to translate (what has proven to be) 
successful practice into the particular contexts that make up the GCC and 
MENA countries. This would warrant a degree of trust between the nations 
and the leaderships, however there are forums where representatives from 
interested nations can meet. One of the most active is the Mohammed Bin 
Rashid School of Government (MBRSG, n.d.), an organisation charged with 
the responsibility to foster an exchange of ideas and knowledge within the 
region and between the Arab nations and the wider world. This issue was not 
explicitly drawn out of the data, however two of the participants made 
reference to their frustrations as to the missed opportunity that there exists 
in the geographically-close nations when it comes to interactions. Missed 
collaborations in research opportunities and student experience were also 
mentioned. 
Together, interested governments from the GCC and MENA regions 
could consider the HE sector with the aim to engage in interactions with the 
UAE government and from this connection could build a platform whereby an 
ongoing process of inter-state relations could take place. This could be a 
mutually beneficial arrangement where both the UAE and the ‘other’ 
government would build trust and go on to invest time and money into 
encouraging HE research while constructing an ongoing dialogue between 
neighbouring countries which are all beginning to recognise the need to have 
a research-based approach to strategising future HE provision (Mahboob & 
Elyas, 2017). 
 245 
Another way in which this research could be applied is as a way of 
informing the international HE sector of the situation as it currently exists in 
the UAE. Much of the research published points to the fact that the Middle 
East as an entity remains something of an enigma where political and socio-
cultural issues are reported but not much known about education (Hvidt, 
2013; Dakhli & El-Zohairy, 2013). Only now is there beginning to be a real 
focus on research into education by governments as they introduce visions 
for their nations (UAE Government, 2010; Alphin & Lavine, 2016; Middle East 
Policy Council, 2017; Wirba, 2017).   
This study’s outcomes can inform those individuals who wish to have 
a greater understanding of the UAE’s educational context. Building an 
appreciation of practices at individual practitioner, organisational and 
governmental levels will be useful to those who wish to engage with the HE 
sector in the UAE either physically (as a prospective employer or perhaps as a 
conference location) or as a research project.  
The findings from this research could be a resource, for those not 
familiar with this context, as to the ways in which change management takes 
place within an HEI in an emerging economy such as the UAE. This unique 
setting is characterised by a command and control leadership style, cultural 
sensitivities and societal expectations that are not characteristic of Western-
context HEIs (Hofstede, 1984) thus providing a solid base on which to make 
observations on the impact that context has on a changing HE organisation. 
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5.3 Study Limitations  
Whilst this study explored the ways in which professional practitioners made 
sense of their environment as they operated within UAE HE and described 
that phenomenon, there were some limitations. The study did not specifically 
corroborate the commentaries provided by the participants with those of 
other practitioners. However, artefacts such as policy documents were used 
as supporting background information based on which a solid understanding 
of the context was constructed (Altbach & Knight, 2007; Montgomery, 2014; 
Wilson, Metcalfe, & Mimouni, 2011). The value of the researcher being a 
practitioner with knowledge derived from working at The College alongside 
insider status, was considered noteworthy when exploring the topic of 
globalisation (Greene, 2014; Trowler, 2011). Al-Makhamreh and Lewando-
Hundt (2008) highlight the value of being an insider researcher, particularly in 
the nuanced context of the Arab world, meaning that the researcher has an 
understanding of boundaries. This is especially true when accessing 
individuals as research participants as opposed to colleagues. They also argue 
that when “... conducting participant observation or interviews, in the Arab 
world there is a need to focus on aspects of the socio-cultural context...” 
(p.19). 
As the study was investigative by design, participants were 
encouraged to describe their perceptions and experiences using phraseology 
of their choice. The only regulators employed were the questions put to the 
interviewees; there was no attempt to direct which factors were prioritised 
and this may have resulted in the breadth of detail reported as opposed to its 
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depth. However, the level of detail collected reflected that the participants 
were all experienced practitioners and from a range of backgrounds.   
One of the aims of the research was to gather different perspectives 
from professional practitioners as to their perceptions of the impact of 
globalisation on UAE HE. These understandings could be criticised as being 
uninformed or rehearsed, either of which would skew the data. Braun and 
Clarke (2006) and Creswell (1998) suggest that this is one of the 
methodological challenges of qualitative interviews. 
This issue of participants’ contributions being uninformed or 
rehearsed was not apparent either during the data collection stage or the 
analysis phase of the research. In fact, the narratives provided were 
meaningful and provided rich data from which the study was able to report a 
well-rounded set of results. Furthermore, the sample size could be 
considered to be small, however there was an equal spread of professional 
practitioners, decision makers new to the organisation, and decision makers 
who had tenure for at least three years. This sample is representative in that 
it epitomises the principal operatives who have experienced organisational 
change from different perspectives.   
Due to the methodology used and the research paradigm applied, this 
study cannot be used to generalise how practitioners in other settings would 
view the impact of global forces on HE activity (Geertz, 1973; Patton, 2002; 
Wagie & Fox, 2005). However, the value of this research, it could be argued, 
is that others in similar settings could certainly make their own judgements 
on the value of this study in their particular contexts (Creswell, 2007, 2009; 
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Glesne, 2015). In addition, the intention was not to cast the net too wide, 
thereby the focus was on exploring the ways in which professional 
practitioners and decision makers perceived globalisation as driving HE 
activity in the specific UAE setting of The College. In an attempt to fill the gap 
identified in the available literature concerning knowledge concerning HE and 
its response to global impact factors, this research maintained a narrow focus 
on a small emerging nation as its HE sector responds to globalisation.  
 
5.4 Recommendations and Proposed Model for Change 
Recommendations from this research could be summarised in the following 
suggestions to The College’s senior leadership: 
Consider organisational change to be a process consisting of stages: 
 study performance of the organisation as a whole to identify 
strengths and weaknesses; 
 carry out a needs analysis to consider the extent to which change is 
necessary; 
 strategise for change activities; 
 consider organisational behaviour during the change process: 
o create communication channels 
o establish forums for interactions with practitioners, students, 
administrators and other interested stakeholders; 
 conduct pilot studies; 
 evaluate and revise; 
 consolidate and implement change. 
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While this recommendation is presented in a linear way, the process 
will not necessarily be so. There will be internal and external factors 
impacting the process. Context, as Romani (2009) reminds us, means that 
strategies must be adjusted to account for the realities of culture, values, 
beliefs and practices working together to produce successful outcomes.  
 
5.4.1 Proposed Model for Change  
The model now described has been designed to inform The College’s senior 
leadership of a possible scenario where a more structured approach to 
change could be adopted, and can be seen in Figure 5.1. 
This study is concerned with professional practitioners’ perceptions as 
to the underlying global forces making change happen within The College. 
This is not to be confused with exploring organisational change, or change 
management. Many of the stories provided by the participants referenced 
mismanagement of the change process and indicated that a more cohesive 
leadership approach was necessary. Therefore, the justification is strong for 
this research to present a suggested model of change taking into 
consideration all factors that were raised as issues during the qualitative data 
collection and analysis. Theory informed the research as one of the central 
features of Lewin’s (1951) model is that change takes place on many levels 
within the organisation and that the complexity of change should be 
recognised and both organisational and human perspectives should be 
considered. Schein (1996) argues that Lewin was concerned with identifying 
possible areas of social conflict and providing solutions so that the change 
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process would be as seamless as possible for all stakeholders. This view of 
change provides a basis for the model presented in this thesis as all areas of 
the organisation have been considered with due regard being given to both 
organisational and human resources.  
It is important, at this point, to stress the importance of viewing this 
proposed model for change within the context of the work of Clark (1983). 
We are reminded by Salazar and Leihy (2013) that it is possible to interpret 
the relationship of market, state and academics in ways different to that of 
Clark, however it is important to understand the implications of doing so. In 
the context of this study, taking an innovative view of the model is justified 
due to the dynamic nature of the evolving nature of HE in the UAE (Bin Taher, 
Krotov, & Silva, 2015; Lang, 2017; Salazar, & Leihy, 2013). 
 
5.4.2 Rationale for Model Proposed 
The model is developed on the basis that HEIs as organisations are social 
entities (Grigorenko, 2007) where values beliefs and behaviours work 
together with conventions, information, concepts and philosophies, all 
underpinned by the stakeholders’ acceptance.  As Islam is the central factor 
that defines UAE society and its federal bodies, The College’s identity is 
defined by values as defined by religion (Ali, 2009; Rees, Althakhri, Mamman, 
Metcalfe, & Mimouni, 2012). As this research has explored the impact of 
globalisation on a HEI in the UAE, it is imperative that the reader understands 
the background against which decisions are made by the leadership of The 
College (Heard-Bey, 2005). 
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Figure 5.1: Model for Change Recommended to Take Place Within The College 
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The UAE’s culture is collective in nature based and on the principle of 
group orientations taking priority over individualistic cultures (Hofstede, 
1984; Riel, 2010). Understanding this characteristic of Emirati culture, is 
imperative to the successful implementation of change within The College 
and forms the basis for the design of the model shown in Figure 5.1. As 
hierarchy is respected and a group-centric approach is the cultural 
background of the new leadership of The College, this research is able to 
provide contextualisation for the proposed model (Stensaker, Välimaa & 
Sarrico, 2012). Taking into consideration these core values of the new style of 
The College’s leadership, allows this study to make informed 
recommendations (Creswell, 1984; Geertz, 1973; King, Marginson & Naidoo, 
2011). The proposed model is based on the understanding that cultural 
values underpin principles of behaviour (Schimmack, Oishi & Diener, 2005; 
Spencer-Oatey, 2012). In the case of The College, judgements are made of 
what is important to the individual according to their cultural dimension, 
either collectively or individualistically (Hofstede, 1984). Therefore, the 
model presented in this thesis is based on the assumption that there is inbuilt 
flexibility so that adaptations can be made to best benefit both the 
leadership and the practitioners.  This model is intended to be robust in that 
it can be adapted to contend with the multi-cultural environment of HE in the 
UAE, where stakeholders (practitioners and decision makers), at a local 
college operating level and who bring with them their own social-cultural 
dimensions of understandings and behaviours, will interpret the intentions of 
the leadership in ways that are beneficial to sustainable development whilst 
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maintaining the mission and vision of the organisation (Hofstede, 1984; 
Hofstede, Hofstede, & Minkov, 2010).  In this context, culturally bound 
reactions are to be expected, however with an understanding of the 
complexity of implementing change in a multicultural environment the 
mission and vision of The College will drive decisions in a transparent way 
(Hofstede Insights, n.d.; Orr & Hauser, 2008; Suliman & Hayat, 2011; Tikly, 
2001). 
The mission and vision of The College is founded on the principle of 
young Emiratis graduating with skills that meet international standards, thus 
placing them strategically where they are capable of helping shape the future 
of the UAE (Al-Ali, 2014; Hvidt, 2013; UAE Government, n.d.). The values 
stated in the strategic visualisation of The College (The College website, n.d.) 
align with the values that are stated as reflecting the strategic direction of the 
UAE Government and its vision for the nation, namely: service to society; 
creativity and innovation; accountability; integrity; excellence; respect; and 
community spirit (UAE Government, n.d.). By educating work-ready young 
people capable of fulfilling the nation’s employment needs, the government 
vision is that these graduates will eventually take up leadership roles. The 
model proposed in this thesis is cognisant of the fact that The College needs 
to adapt to meet government demands, thereby playing a role in building a 
sustainable economy (Toledo, 2013; UAE Government, n.d.). There is a 
growing expectation on the part of the UAE’s rulers that economic growth 
needs to be positively evaluated within a global framework with HE a major 
factor and one of the reasons for HE’s re-envisioning in 2017. The College’s 
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Strategic Plan, 2017-2021 (2017) was redesigned to provide academic 
programmes in academic majors based on industry’s needs (Global Media 
Insight, 2018; Dubai Statistics Center, 2018; UAE Government, n.d.) 
 
5.4.3 Change Theories Informing the Model Proposed  
As much of the commentary provided by the participants revealed that a dual 
aspect change process incorporating both internal and external factors would 
be most beneficial in terms of The College’s transformation, a thorough 
search of existing change models was carried out. The work of both Lewin 
(1951) and Burke and Litwin (1992) emerged as a suitable foundation upon 
which to base the design of a proposed model for change. Aspects of these 
two seminal works are brought together to recommend a model that is 
compatible with the given context.  
Lewin’s 1951 change model describes motivation to change as a 
crucial aspect in the success of that same change process. According to 
Lewin, employee buy-in to, engagement with, and execution of change 
determines the degree of success, particularly in relation to the uncertainty 
involved when moving from what is known into an unknown future state. 
This is where the work of Lewin informs the change model shown in Figure 
5.1. The data illustrates that uncertainty and lack of information were issues 
during the change experienced by The College. Thereby, the recommendation 
is made that change is preceded by a process whereby actors within The 
College are adequately prepared. This is to say, all those involved in the 
process should be given equal importance and allowed space and time to 
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absorb what is involved. In Lewin’s view, the sharing of experiences and 
beliefs combined with cooperation in tasks come together to make the 
desired change outcomes achievable.  
Lewin’s philosophy works well when applied to The College’s context. 
The ‘Plan’ phase (unfreeze according to Lewin) allows for the organisation to 
define internally what needs to change, allowing the crafting of the message 
to be conveyed, after which procedures would then be put in place to garner 
support from all actors. ‘Action’ (change in Lewin’s model) is a stage that 
should not happen quickly, and should be established when a need for 
change emerges and all stakeholders are knowledgeable about the need for 
change. This ‘Action’ stage marks when communication takes place and 
employees are engaged, and is also when rumours can be dealt with and 
empowerment combined with responsibility becomes the reality. Finally, the 
‘Result’ stage (Lewin’s refreeze) is able to be effected. At this point new ways 
of operating can be embedded into the culture. New norms can be 
established, where feedback and ongoing communication can take place 
regarding progress while satisfaction levels can be monitored. 
Burke and Litwin (1992) provide the external aspect to this proposed 
model, whereby the external environment causes change by impacting the 
mission and vision of the organisation. This cause and effect approach to 
change is especially pertinent to The College as it strives to transform whilst 
operating in the UAE’s dynamic context. The motivational nature of such 
strategic changes, according to Burke and Litwin, affects performance. This is 
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where the link to The College is made and where the inspiration for the 
‘People’ aspect of the proposed change model originated from.   
Applying the work of Burke and Litwin to The College in this way 
allows for the change process (which could conceivably be presented to The 
College’s leadership) to be planned so as to accommodate external factors 
impacting the organisation. From this viewpoint, the proposed model is 
based on organisational factors (culture, structure, systems), setting these 
alongside strategy and environment.   
The main goal of this research is to inquire into the perspectives of 
professional practitioners as to the global factors impacting The College, 
therefore, using Burke and Litwin’s model to inform this proposed model for 
change is valid as the external nature of global factors and the ways in which 
they are being interpreted by leaders is fundamental to the success (or 
otherwise) of the change process. The emphasis on identifying the need for 
change and the issues which caused such a need are paramount to an 
understanding of the latter’s direct and indirect impact.  
The proposed model emphasises preparing people and basing the 
change process on underpinning fundamentals. Both the theories described 
above are used to inform a model of change as one of the recommendations 
of this research (see Figure 5.1). 
All factors mentioned above must come together in a cohesive way to 
effect meaningful change. This reflects the data received from practitioners, 
who made many references to the lack of cohesiveness in The College’s 
current change process. 
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5.5 Areas for Future Research 
Overlaying the concept of globalisation on any context is possible and from 
that a comparison can be made between the UAE and other GCC countries, 
between the GCC and other emerging nations, and between the UAE and 
other nations from a wider world setting. All of these possible research 
contexts might provide rich findings, thereby adding to existing research on 
UAE HE by providing practitioner perceptions regarding the ways in which 
their particular organisation is dealing with the impact of global forces on 
behaviours and practice.  
For the UAE to move forward using HE as a mechanism for investing in 
Emiratis’ future skills development, so that they as a community can build a 
prosperous economy, research needs to focus with these goals in mind. The 
government’s Vision 2021 (2010) initiative embodies the philosophy of nation 
building and predicts the populace’s development whilst building a strong 
society where identity is evident and traditions are respected. 
A crucial factor that emerged from this study was that, for change 
initiatives to be successful, there should be an understanding by leaderships 
at both governmental and The College levels regarding the need to align 
values. The intrinsic values existing in policies handed down from the 
government, the values of the HE organisation and those of the individuals 
implementing change need to be brought together in a cohesive way, 
allowing sustainable outcomes to be achieved. This could be a vital area for 
research into the ways in which the values of government educational 
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policies, HE organisations, and individuals charged with implementing reform 
can be aligned with improving the effectiveness of HE reform in the UAE.  
Research could consider the impact of the changing priority that is 
given to the three entities identified by Clark (1983). Such a study may 
provide a basis on which an increased understanding could be developed 
about the interdependency of government, market and academics. There 
could be an exploration of the possibility that, at different times in the 
transformation cycle of HEIs, the interests of these three will need to be 
prioritised, or move at different rates along the continuum set by Clark. This 
could make for an interesting study, in a context such as the UAE, which is 
hierarchical in nature, meaning that government’s wishes are unchallenged 
and given priority (Hofstede, 1984; Hofstede, Hofstede, & Minkov, 2010; 
Hofstede Insights, n.d.). This is a situation that is not an automatic 
characteristic in other settings. 
This research analyses the perceptions of professional practitioners in 
The College as to the reaction of the organisation as it transitions to meet the 
requirements of an increasingly connected global HE community. This is 
characterised by the desire, by the leadership of the country and of The 
College, to achieve international accreditation status. There could be a study 
dedicated to considering the value in using international accreditation as a 
means of measuring the performance of an HEI in the UAE which could 
extend to consider why this is deemed to be an acceptable metric of success. 
Another topic worthy of further study would be to consider the role 
that UAE HE has regarding fulfilling the government’s nation-building 
 259 
expectations. There is much written about HE’s contribution to the social, 
cultural and economic development of a country (Findlow, 2008; Kirk & 
Napier, 2009; Stone, 2006). However, there is paucity of literature offering an 
informed view on the role that UAE HEIs might feasibly make to national 
growth and development. Given the increasingly higher expectations of HE in 
this emerging nation taking its place in a globalised world, there is an 
expectation that HE can and will fill the space that is being labelled the 
‘knowledge society’ (Lightfoot, 2011; Mirghani, O'Sullivan & Ribière, 2008). 
Subsequent research could take the opportunity to inquire into ways in which 
HEIs could adapt their course offerings to meet this need. Examples of this 
type of research include a multi-disciplinary approach to creating a 
curriculum that benefits from collaboration between HEI, academic 
specialisations and industry. This would need to be a meaningful coming 
together of industry representatives, researchers and practitioners, with 
stated aims and desired outcomes. If not then there is a danger that research 
outcomes would not meet the needs of all parties and that course provision 
would be insufficiently focused. The challenge, of course, is that time 
constraints often dictate the ability to achieve successful collaborations of 
this type. Another challenge, according to Wirba (2017), is that research into 
the creation of a knowledge society must be founded upon an understanding 
of the challenges of transferring into a knowledge economy. It is suggested 
that this could be a future research project concerned with the wider 
implications of building a knowledge economy.  
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5.6 Conclusion 
The UAE is a young nation eager to take its place in the global economy 
having proven that it can transition from an oil-dependent country to a multi-
faceted diversified economy. The importance of the HE sector has been 
prioritised as a vehicle for human capital advancement by the UAE’s 
government as stated in Vision 2021, therefore it is expected that this 
research on HE activity will be able to enrich existing research by generating 
new knowledge about the global forces that are impacting UAE HE. The 
resultant transformation of HEIs in this country is dependent on continued 
research into HE practices and behaviours which have been identified as a 
national goal, namely; that of reshaping HE in this context (UAE Government, 
2010). These new national goals demand that existing cultural and societal 
norms be challenged in a way that is conducive to national coherence and 
does not threaten national security. Furthermore, it is important to mention 
that whilst globalisation has progressively presented the UAE’s HE sector with 
new challenges, tradition, culture, societal values and other domestic 
contextual features cannot be ignored. In fact, such unique features of this 
setting must be recognised in order to fully understand the nuanced context 
within which HEIs in this nation operate. 
The qualitative research design of this study was interpretive in 
approach. The analysis of the themes that emerged from the data was based 
on the assumption that no topics would be excluded nor would they be 
prioritised, therefore the data would determine the elements that would be 
considered important to the study. The ultimate goal of exploring 
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practitioners’ experiences was twofold. Firstly, the study’s findings could 
inform the internal audience (namely the UAE and the organisation) of the 
impact of globalisation on the HE sector in this context. Secondly, the process 
of revealing the complexity of the setting to an external audience would offer 
a unique view of HE organisational activity within the UAE as globalisation 
impacts behaviours and processes. For both audiences, there is a set of 
findings that present both specific and broad features of HE organisational 
change in this context. 
This study should be of interest to policy makers both within and 
outside the UAE. It is expected those engaged in developing research 
communities would be especially interested in furthering investigations into 
impacts of global factors on HE systems. Constructing a deeper 
understanding of education organisations as they attempt to reframe in the 
context of a changing international backdrop to traditional HE activity should 
also be of interest to those wishing to take HE, particularly in the UAE and 
similar contexts, forward. This study provides insights into the restrictions 
within which HE operates when attempting to align national priorities, policy 
changes, and evolving educational teaching and learning paradigms.   
This study is based on the belief that validity is important and that 
contextualising practitioner perspectives in this unique situation is a valuable 
contribution to the study of higher education in the United Arab Emirates. 
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APPENDIX 3:  INTERVIEW QUESTIONS 
 
QUESTION LIST : Semi-Structured Questions 
All questions are designed so that they may be asked of all participants to 
ensure standardisation in the data collection process.  It is anticipated that 
follow-up questions will emerge from the process.  
Questions: 
1) What changes have you witnessed within the organisation? 
2) How do you feel about these changes? 
3) What do you think has triggered these changes? 
4) How do you feel about these factors being triggers of change within The 
College? 
5) What policy changes level are you familiar with? (could be at 
organisational/national/international level) 
6) Johnson, Levine, Smith and Stone (2010) put forward the view that 
‘teachers, environments and leadership must be prepared to shift into 
new positions’ – what is your view of that idea? 
7) When you look 5 years into the future what do you see The College 
doing? 
8) In what ways do you think the focus on external accreditation has 
impacted the organisation? 
9) If you could have a 15 minute meeting with a high level policy maker, 
what would you say and why? 
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10) What issues do you think need to be addressed that we have not 
discussed during this interview? 
 
Follow-up questions would evolve from the process, however these could be 
used to elicit more information: 
1) Is that a hypothetical scenario that you have described or have you 
actually heard that said/seen that take place? 
2) What can you tell me about . . . .? 
3) I notice you did not mention . . . . .? 
4) Can you give me an example of when . . . . .? 
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APPENDIX 4:  INTERVIEW SCHEDULE 
 
QUESTION LIST : Semi-Structured Questions 
It is proposed that the list of questions detailed below is asked of the 
following categories of participant: 
TEACHING PRACTITIONERS (5 in total) 
(practitioners with tenure of more than one full contract of employment (3 
years)) 
MANAGERS (5 in total) 
(managers newly employed with tenure of less than one (1) year) 
MANAGERS (5 in total) 
(managers with tenure of more than one (1) year’s employment ) 
All questions are designed so that they may be asked of all participants to 
ensure standardisation in the data collection process.  It is anticipated that 
follow-up questions will emerge from the process.  
 
Proposed Questions: 
1) What changes have you witnessed within the organisation? 
2) How do you feel about these changes? 
3) What do you think has triggered these changes? 
4) How do you feel about these factors being triggers of change within 
The College? 
5) What policy changes level are you familiar with? (could be at 
organisational/national/international level) 
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6) Johnson, Levine, Smith and Stone (2010) put forward the view that 
‘teachers, environments and leadership must be prepared to shift 
into new positions’ – what is your view of that idea? 
7) When you look 5 years into the future what do you see The College 
doing? 
8) In what ways do you think the focus on external accreditation has 
impacted the organisation? 
9) If you could have a 15 minute meeting with a high level policy maker, 
what would you say and why? 
10) What issues do you think need to be addressed that we have not 
discussed during this interview? 
 
Follow-up questions would evolve from the process, however these could be 
used to elicit more information: 
1) Is that a hypothetical scenario that you have described or have you 
actually heard that said/seen that take place? 
2) What can you tell me about . . . .? 
3) I notice you did not mention . . . . .? 
4) Can you give me an example of when . . . . .? 
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Research Instrument 
Qualitative Research Protocol 
Interview Schedule  :  Semi-Structured Questions 
General Protocols and preparation for interviews  
  Complete literature review of the topic  
  Identify participants  
  Complete and produce a consent form (as per UofL 
requirements) 
  Secure ethical clearance from UofL  
  Secure ethical clearance from The College (if necessary) 
  Design structure of the actual interview 
sessions 
 
     
Prior to interview    
  Identify, gather and test all necessary equipment and 
materials: 
 Computer 
 Recording device (to be used under condition pre-
agreed) 
 Download and test software (if necessary) 
  Create schedule of interviews  
  Communicate proposed time and place of interviews to 
all participants 
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Immediately prior to 
interviews 
   
  Communicate a schedule of timings for interviews to 
take place 
  Produce consent forms (hard copies and soft copies as 
appropriate) 
  Send soft copies timeously to all 
participants 
 
     
Basic format and process    
 Researcher: 
 initiates questions 
 enquires (in the form of follow-up questions) further 
when deemed necessary 
 will clarify when deemed necessary 
 may add questions to subsequent interviews 
 may delete follow-up questions to subsequent 
interviews 
  
Questions: 
 may be reordered according to the progress of the 
particular interview 
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Language: 
 level may be adjusted according to the language skill 
of the participant 
 wording maybe adjusted to accommodate cultural 
sensitivities and understanding  
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Question development   
 Types/Style: 
will be open-ended to provide opportunity for: 
 descriptive answers 
 flexibility in question order 
 clarification (by both parties)  
 participants to answer using their own words 
 elaboration where necessary 
 participants to connect their values and beliefs to the 
data they provide and provide explanations  
 Framing: 
will be designed to: 
 be concise 
 avoid bias (no leading questions) 
 avoid negative connotations 
 avoid positive connotations 
 be sympathetic to social, cultural or gender 
implications (important in this context) 
 be sympathetic to position and power nuances 
(important in this context) 
    
Interview Process   
 Prior to the interview decide on question order: 
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 basic and introductory (warm-up to relax participant) 
 general (although concrete) topics connected to the 
main issue 
 complex (remaining concrete) topics connected to 
specifics of the main issue 
 focused on local, contextual issues 
 focussed on global issues 
 abstract domain issues 
 more focus on sensitive issues (where deemed 
necessary and suitable to the particular participant) 
 
Interview Sessions   
 During the actual interview: 
 introduce myself formally 
 outline the research 
 confirm timing of the session 
 confirm structure of the session 
 provide clarification on any issue 
 obtain participant consent (written and/or recorded) 
 if any equipment and/or machines are being used – 
clearly identify them to the participant and reiterate 
the consent 
 proceed with questioning 
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 do not interrupt (make notes if necessary and return 
to the point at a suitable point in the interview) 
 if data is given that relates to a later question (not yet 
asked), then make a note and do not repeat the 
question 
 maintain focus – do not allow digressions  
 at the end – ask if there is any other issue that the 
participant would like to comment on and/or share 
 thank the participant and if necessary reiterate the 
next steps (for example the timeline for publishing 
thesis) 
  
Immediately after the interview: 
 review notes (add comments and/or complete gaps as 
necessary) 
 check device(s) (recording and other) to ensure 
recording took place 
 
 As soon as practicable after the interview: 
 transcribe the comments 
 communicate/send to participant (having previously 
agreed to most suitable method) 
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APPENDIX 5:  PARTICIPANT INFORMATION SHEET  
 
 
 
Committee on Research Ethics 
PARTICIPANT INFORMATION SHEET  
1. Title of Study 
 
Exploring the future direction of a higher education organisation  
in the United Arab Emirates 
2. Version Number and Date 
 
Version  :  02      Date  :  20 January 2016 
3. Invitation Paragraph 
You are being invited to participate in my Doctoral Thesis Research.  I 
would like to interview you for the research study in which I am involved 
entitled:  “Exploring the future direction of a higher education 
organisation in the United Arab Emirates”. Before you decide whether to 
participate, it is important for you to understand why the research is 
being done and what it will involve. Please take time to read the 
following information carefully and feel free to ask for more information 
on any points of clarification.  I would like to stress that you do not have 
to accept this invitation and should only agree to take part if you want 
to. 
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Whilst, as a faculty member myself, I may know you professionally, I do 
not know you socially and I would request that you see this process as 
me being a researcher rather than as a professional practitioner and 
engage with me as such at all and any points in this data collection 
process if you decide to take part to this research. 
Thank you for reading this information. 
4. What is the purpose of the study? 
This research will consist of a process of semi-structured individual 
interviews.  Data will be collected regarding perspectives on what the 
wider change factors are into the ways in which Higher Education in the 
Middle East, particularly within the United Arab Emirates (UAE), is 
changing in response to these issues.  The research will consider culture 
and its impact on individuals’ perceptions of change factors. 
The purpose of this research is to create new knowledge about possible 
responses to influences and pressures facing government funded Higher 
Education Institutions within the United Arab Emirates. 
This research will take place with due consideration to and respect for 
the cultural sensitivities which characterise this context.   
5. Why have I been chosen to take part? 
My objective is to interview participants taken from both teaching 
faculty practitioners and decision-makers from within a higher education 
organisation. 
As I am interested in discovering the ways in which change factors are 
impacting the Higher Education sector, I consider that your opinion will 
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offer a unique perspective on the ongoing change process being 
experienced by the organisation. 
I have carefully selected you as the most suitable candidate for my 
research interview as being the person with the expertise, knowledge 
and vision which would allow me to produce a fully informed analysis of 
the future direction of Higher Education in the United Arab Emirates.   
My criteria for selecting you is that you are a member of the 
management team and have been employed within the organisation 
for more than one year.Your experience of and position within the 
organisation will provide an informed perspective of change factors 
impacting higher education in the UAE. 
6. Do I have to take part? 
Your participation is completely voluntary.  Therefore, if you feel you 
must refuse you are at liberty to do so, at any time, without explanation 
or consequences of any kind.  
What will happen if I take part? 
You will be required to answer a maximum of 10 open-ended questions 
with supporting follow-up questions if necessary.  
The Interview will take place face-to-face, in a location with which you 
are comfortable and is mutually agreed, at a previously agreed date and 
scheduled time.  The interview will be conducted solely by myself and 
will be strictly confidential and anonymous.  There are no identified risks 
from participating in this research project, however if for any reasons 
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you become uncomfortable while participating, you may withdraw at any 
time without consequence. 
The objective of the interview will be clearly communicated in writing, 
prior to the agreed interview time.  Processes such as the procedure, 
etiquette and practice will be agreed collaboratively.   
I predict the interview will take no more than 45 minutes and if you give 
your explicit agreement, a voice-recording device will be deployed.  
Agreement will be requested prior to the interview taking place.  If you 
are uncomfortable with your voice being recorded, then permission will 
be requested for notes to be taken of your responses to my questions. 
Assurances of confidentiality at all stages in this process will be given.  
Any data collected will be stored electronically for approximately five 
years under strict confidentiality rules, in a password secured device.  
Audio recordings of the interview will be transcribed by myself and after 
transcription all data will be de-identified before being seen by anyone 
else.   
I will elicit permission from you for follow-up and/or feedback and/or 
debrief session(s) to take place at a mutually agreed future date. 
This Participant Information Sheet and consent form will be sent to you a 
minimum of five (5) days prior to the planned interview taking place.  
This is to allow for further questions to be asked by you and clarification 
to be given by me before an informed decision is made as to whether or 
not you will take part in this process. 
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7. Expenses and / or payments 
As previously stated your participation is completely voluntary and 
therefore no remuneration will be involved. 
8. Are there any risks in taking part? 
In taking part in this interview stage of my research there are no 
perceived disadvantages or risks involved beyond those faced in normal 
life.  It is possible that you would feel a little discomfort discussing some 
of the issues raised in the questions.  Should you feel unduly 
uncomfortable or experience any distress at any time during the study, 
let me know and the process will be stopped immediately.  I stress that 
your participation and comment is completely voluntary. 
The data I collect will not contain any personal information about you.  
Your identity will be protected at any and all stages of this process.  Your 
name will not be recorded in any way and the information you provide 
will not be disclosed to other parties. 
The name of the institution will be kept anonymous and your name will 
be replaced by pseudonyms after the interview has taken place 
9. Are there any benefits in taking part? 
There will be no explicit benefits to the participant during or after the 
project.  It is hoped that you will engage in critical reflection as to the 
possible future of Higher Education in the UAE and therefore you will 
become clearer as to your own perspective on the topic(s) under 
discussion.  You may find the project interesting and enjoy reflecting on 
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and answering questions about trends in higher education and 
implications for the institution.   
On completion, the research project could provide information which 
will be useful to the Higher Education sector of both the UAE and the 
wider HE community and to educational professionals in general. 
10. What if I am unhappy or if there is a problem? 
 If you are unhappy, or if there is a problem, please feel free to let me 
know by contacting, Dr Hazel Brown the Research Supervisor, at – 
Hazel.brown@online.liverpool.ac.uk and she will respond to your 
concerns.  If you remain unhappy you can contact me at 
rosalind.rice@online.liverpool.ac.uk. 
If for some reason you have a complaint that you cannot resolve in 
the above way, then you may contact the Research Participant 
Advocate at:  USA number:  001-612-312-1210 or email address:  
liverpoolethics@ohecampus.com.  When contacting the Research 
Participant Advocate, please provide details of the name or 
description of the study (so that it can be identified), the researcher 
involved, and the details of the complaint you wish to make. 
11. Will my participation be kept confidential? 
As mentioned above in this document, your participation will be strictly 
confidential and anonymous.  Data collected will not contain any 
personal information about you and your identity will be protected at 
any and all stages of this process.  Your name will not be recorded in any 
way and the information you provide will not be disclosed to other 
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parties.  Participant’s names and contact details will be destroyed by 
myself at the end of the data collection process.  Only I will be present 
during the interview process. 
The typed transcript of your interview will be made anonymous by 
removing any information that may identify you.  All data will by 
anonymised, referring to you as, for example, ‘member of the 
management team’ or ‘member of the teaching faculty’. 
All data collected as part of this process will be used specifically for this 
research activity and will be made available to only my primary 
supervisor Dr Hazel Brown and my secondary supervisor Dr Ian Willis, 
should they request to see the analysis.  Electronic data will be stored in 
a password secured electronic device to which only I have access.  Hard 
copy documents will be stored in a locked file cabinet to which only I 
have access.  All data will be stored safely for a period of five years. 
The name of the institution will be kept anonymous and your name will 
be replaced by pseudonyms after that the interview has taken place.  
12. What will happen to the results of the study? 
This research is for my Doctoral Thesis.  On successful completion of the 
research, the Thesis will be published as per the University of Liverpool 
requirements.   
Participants will not be identifiable in any publications. 
13. What will happen if I want to stop taking part? 
Please be reminded that your participation is strictly voluntary, therefore 
you may withdraw at any time without explanation.  Results up to the 
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period of withdrawal may be used with your authorisation.  Otherwise 
you may request that data gathered should be destroyed and not used in 
any way. 
You have a right to decline or discontinue participation at any time 
during this process  
14. Who can I contact if I have further questions? 
If you have any points of clarification, please do not hesitate to contact 
me directly by email: rosalind.rice@online.liverpool.ac.uk. 
I will take this opportunity to thank you in anticipation of your full 
participation in this interview.  I look forward to discovering your 
perspective on this important aspect of our professional lives. 
Regards 
 
_______________________________________ 
Rosalind Rice 
January 2016 
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APPENDIX 6:  PARTICIPANT CONSENT FORM 
 
 
Committee on Research Ethics 
 
 
PARTICIPANT CONSENT FORM  
Title of Research Project:    EXPLORING THE FUTURE DIRECTION OF A 
HIGHER EDUCATION ORGANISATION IN THE 
UNITED ARAB EMIRATES 
 
 
 
Please 
initial 
box 
Researcher:     Rosalind Rice 
1. I confirm that I have read and have understood the information sheet 
dated 20 January 2016 for the above study. I have had the opportunity 
to consider the information, ask questions and have had these 
answered satisfactorily. 
 
 
 
2. I understand that my participation is voluntary and that I am free to 
withdraw at any time without giving any reason, without my rights 
being affected.  In addition, should I not wish to answer any particular 
question or questions, I am free to decline.   
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 Participant Name                                            Date                  Signature 
                  
       Name of Person taking consent                    Date                  Signature 
       
        Researcher                                                       Date                  Signature 
 
Research Supervisor Student Researcher: 
Name: Dr Hazel Brown  Name: Rosalind Rice 
Work Address: Liverpool University  Work Address:  P O Box 16062, 
Dubai, UAE 
Work Telephone: (44) 01962 827464 Work Telephone: 04 2089 435 
Work Email: hazel.brown@online.liverpool.ac.uk Work Email:  
Rosalind.rice@online.liverpool.ac.uk 
 
3. I understand that, under the Data Protection Act,  I can at any time ask 
for access to the information I provide and I can also request the 
destruction of that information if I wish. 
 
 
4. I agree to take part in the above study.    
 
 
 
